State Mandated Affirmative Action Requirements on Independent Higher Education Institutions in Iowa and the Characteristics of the Affirmative Action Coordinators by Durden, Betty J.
STATE MANDATED AFFIRMATIVE ACTION REQUIREMENTS ON 
INDEPENDENT HIGHER EDUCATION INSTITUTIONS IN 
IOWA AND THE CHARACTERISTICS OF THE 
AFFIRMATIVE ACTION COORDINATORS 
A Dissertation 
Presented to 
The School of Education 
Drake University 
In Partial Fulfillrr.ent 
of the Requirements for the Degree 
Doctor of Education 
by 
Betty J, Durden 
May 1990 
STATE MANDATED AFFIRMATIVE ACTION REQUIREMENTS ON 
P 
INDEPENDENT HIGHER EDUCATION INSTITUTIONS IN 
IOWA AND THE CHARACTERISTICS OF THE 
AFFIRMATIVE ACTION COORDINATORS 
by 
Betty J. Durden 
P 
Approved by Committee: 
,-;f , 3 
C- L--- /----7+&, p z - ~  d 2 . e -  
Dr. Lawrence E. Fanning ;~>jair 
(Q/lL 1 i ~2i.t L ~ L /  
Dr. Me1 E. Arslaner 
i 
Dean, The School of Education 
STATE MANDATED AFFIRMATIVE ACTION REQUIREMENTS ON 
INDEPENDENT HIGHER EDUCATION INSTITUTIONS IN 
IOWA AND THE CHARACTERISTICS OF THE 
AFFIRMATIVE ACTION COORDINATORS 
An abstract of a Dissertation by 
Betty J. Durden 
May 1990 
Drake University 
Advisor: Dr. Lawrence E. Fanning 
The problem. The purpose of this study was twofold: 
to identify those states which had mandated affirmative for 
independent colleges and universities and to examine the 
salient characteristics of the affirmative action 
coordinators in independent higher-education institutions in 
Iowa. 
Procedure. Two questionnaires were used: one was sent 
to executives of state associations of independent schools 
requesting information on state affirmative action 
regulations; the other questionnaire was sent to the 
affirmative action coordinators of the schools which 
belonged to the Iowa Association of Independent Colleges and 
Universities. 
Findings. California, Connecticut and Rhode Island 
reported state affirmative action requirements aEfecting 
independent higher education institutions. 
There were more similarities t5an differences between 
the male and the female affirmative action coordinators. 
There was no significant difference between the twelve males 
and sixteen females in their commitment to affirmative 
action or their perception of the impact of affirmative 
action requirements on their institutions. The males, 
however, perceived themselves as significantly more powerful 
to bring about change in their institutions than did the 
females. A positive correlation was found between 
perception of power to bring about change and commitment to 
af firmative action. 
Conclusions. Most of the Iowa affirmative action 
coordinators were experienced administrators or faculty 
members. A supportive preside.:t was viewed as very 
important to a successful af'lrmative action program. 
~ecommendations. Recommendations inzluded development 
of strateqies to increase the visibilitv of affirmative 
action provision of technical*assistance to 
independent institutions, research on the costs and results 
of affirmative action prorams, and development of competency 
training for affirmative action coordinators. 
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CHAPTER 1 
Introduction 
Background 
Since 1955, the federal government has required federal 
contractors to take "affirmative action" in their employment 
practices. Executive Order 11,246 (1965) required employers 
holding federal contracts of $50,000 or more to write 
affirmative action plans which included a statement that 
"the contractor will not discriminate against any employee 
or applicant for employment because of race, color, 
religion, sex, or national origin." Second, "the contractor 
will tate affirmative action to ensure that applicants and 
employees are treated without regard to their race, color, 
religioq, sex, or national origin." This Execdtive Order is 
enforced by the Office of Federal Contract Compliance 
Programs (OFCCP), United States Department of Labor. 
Title VII of the Civil Rights Act of 1964 prohibited 
job discrimination based on race, color, religion, sex, or 
national origin. The Equal Employment Opportunity 
Commission (EEOC) administers Title VII and bas the 
authority to investigate and conciliate charges of 
discrimination because of race, color, religion, sex, or 
national origin which come under the coverage of Title V I I .  
7 
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Tn Iowa, state government has been forbidden to 
discriminate in employment by the Iowa Civil sights ~ c t  ~f 
1965, as amended. In addition, state agencies are covere,j 
by Executive Order 15, issued by Governor Robert D. Ray, on 
April 2, 1973. This order requires each agency to develop 
an affirmative action program and to report progress on its 
program to the Towa Civil Zights Commission. 
Chapter 19B, Code of Iowa (Appendix A ) ,  stated the 
equal opportunity and affirmative action requirements for 
state employment.' The policy of the state is contained in 
Chapter 195.2, which reads as follows: 
It is the policy of this state to provide equal 
opportunity in state employment to all persons. 
An individual shall not be denied equal access to 
state employment opportunities becaase of race, 
creed, color, religion, national origin, sex, age, 
or physical or mental disability. It also is the 
policy of this state to apply affirmative action 
measures to correct deficiencies in the state 
employment system where those remedies are 
appropriate. This policy shall be construed 
broadly to effectuate its purposes. 
The state institutions, under the jurisdiction of the 
Iowa BoarGd of Regents, were covered by the regulations of 
Chapter 1 9 B .  Those institations included the three public 
universities: Towa State University, the University of 
Iowa, and the University of Northern Iowa. The 
responsiSilities of t5e Roard of Regents in complying 
with the requirenents oE Chapter 193 were stated in 
'code of Iowa, Chapter l9B, 1989. 
Section 19B.3 (2) (a-j) , Code oE Iowa. 
The independent higher education institutions in Iowa 
came under the jurisdiztion of Title 'JTI of the Civil Tights 
Act of 1964 if they employed fifteen or more people, as they 
all did. They were covered by the federal Xxecative Order 
11,246 only if they held government contracts (not grants) 
of $ 5 9 , 0 0 0  or more, as few or none did. They were 
constrained from discriminatory practices in employment by 
the Iowa Civil 3ig:)ts Act of 1965, as amended. Since they 
were not government agencies nor state institutions, 
however, they were not covered by the regulations contained 
in Chapter 19R, 9 d e  of Iowa. 
In 1938, the Iowa Seventy-Second General Assembly 
passed equal opportunity and affirmative action regulations 
which added a new requirement for those institutions defined 
as "accredited private institutions." Section 261.9(5) (f), 
Code of Towa (Appendix B )  , added t5e following to the 
definition: 
. which promoted equal opportunity and 
affirmative action efforts in the recruitmeqt, 
appointment, assignment, and advancement of 
personnel at the institution. 
In addition, paragraph (f) listed ten requirements €or 
private institatioqs. T ' I ~  institutions had to do all of the 
following: 
(1) Designate a position as t??e affirmative 
action coordinator. 
(2) Adopt affirmative action standards. 
(3) Gather data necessary to maintain an on- 
going assessment of affirmative action 
efforts. 
(4) Monitor accomplishments wit!] respect to 
affirmative action remedies identified in 
affirmative action plans. 
(5) Conduct studies of pre-employment and post- 
employment processes in order to evaluate 
employment practices and develop improved 
methods of dealing with all employment 
issues related to equal employment 
opportgnity and affirmative action. 
(6) Establish an eqaal employment committee to 
assist in addressing affirmative action 
needs, including recruitment. 
(7) Address equal opportunity and affirmative 
action training needs by: 
(a) Trovirling appropriate training for 
managers and supervisors. 
(b) 13suring that training is available for 
all staff members whose duties relate 
to personnel administration, 
(c) Investigating means for training in t3e 
area of career 3evelopment. 
(3) Require development of equal employment 
opportunity reports, iqcluding the 
initiation of the processes necessary for 
the completion of the annual TEO-6 reports 
required by the federal equal employment 
opport~nity commission. 
(9) Address equal opportunity and affirmative 
action policies with respect to employee 
benefits and leaves of absence. 
(10) Pile annual reports with the college aid 
comnission of activities under t5is 
paragraph. 
The new requirements covering i~dependent higher 
education institxtions weqt into effect on ,July 1, 1988. 
After that date, any institution which wished to remain 
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eligible for its students to receive Iowa tuition grants was 
required to comply with Section 261.9 ( 5 )  ( f )  . The language 
of this new paragraph was based on the language of 19R.3, 
Code of Iowa, "Administrative responsibilities of department 
of personnel and board of regents," which made the State 
Board of Regents responsible for the "administration and 
promotion of equal opportunity and affirmative action 
efforts in the recruitment, appointment, assignment, and 
advancement of personnel by the Board and the institutions 
under its jurisdiction." 
Since the private higher education institutions were 
not under the jurisdiction of the Board of Regents, the 
Board did not have the authority to oversee their equal 
opportunity and affirmative action efforts. The new 
regulation placed this responsibility with the fowa College 
Aid Commission, to which the institutions were to submit an 
annual report of their activities. 
Significance of the Problem 
The problem for the independent higher education 
institotions in Towa was the imposition by the state of new 
affirmative action requirements with which they had to 
comply in order to retain their eligibility for their 
students to receive state and federal financial aid. 
Although these private institutions had been covered by 
various nondiscrimination laws, they had not been required 
by the state to develop and implement affirmative action 
plans covering their employment yractices. 
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A number of the institutions had developed voluntary 
affirmative action plans and had been active in implenenting 
theq, A major difference after July 1, 1985, was that their 
students' eligibility for financial aid was contingent upon 
the institutions' compliance with the new state 
regulations. Loss of this financial aid would have been 
harmful both to the students and to the school, which would 
lose its ability to serve students who required financial 
aid. 
State agencies and public higher education institutions 
receive state monies through direct appropriations. 
Independent higher education institutions, on the other 
hand, are responsible for their own budgets and do not 
receive state appropriations. Tuition grants, which are 
awarded to the stude,?t and not to the institution, allow the 
student to choose the particular institution he/she wishes 
to attend, either a public or a private institotion. The 
tuition aid which flows to independent colleges and 
universities as t h e  result of a student's choice to attend a 
private school, is very important since most of these 
institutions depend heavily upon student tuition income to 
cover their educational and operational costs. 
The brochure "An Investmeqt in Iowa's Future" prepared 
by the Iowa Association of Independent Colleges and 
Universities, explains the importance of student tuition 
to tie institution. 1t states: 
Tndependent colleges and universities must rely 
3eavily on tuition/fees to pay most of the "costsn 
of educating students. Tuition/fees from students 
at independent colleges pay between 75-80 percent 
of the educational and general costs. At public 
institutions, tuition/fees cover approximately 
20-25 percent of the educational and general 
costs. The remaining costs for educational, 
operational, and a great share of the capital 
improvements are provided by the taxpayers to the 
state to 5elp keep tuition at public colleges 
lower. Obviously, the difference in "price" for 
tuition does not accurately represent the 
difference in the "cost" of educating students. 
The problem for the private colleges and universities 
in Towa was compounded by the lack of information about 
similar state requirements in other states. Such 
information would have been useful to the Iowa schools as 
they developed their own plans for equal opportunity/ 
affirmative action compliance. 
One action which the independent schools were mandated 
to do to comply with Section 261.9 ( 5 )  ( f )  was to designate a 
position as the aEFirmative action coordinator. The 
institution could determine how to comply with that 
requirement. Since no additional funds were available to 
add another position, however, one sol~tion was to add the 
affirmative action coordinator's duties to those alrsady 
held by a current administrator or faculty member. 
' " ~ n  Investment in Iowa's Future," (Des 3~ioines: Iowa 
Association of Independent Colleges and Universities, q . d . ) .  
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Since the nature of this study focuses on the 
characteristics of the affirmative action coordinators, it 
is necessary to k n ~ w  as muc5 as possible about the 
individuals selected by their institiltions t~ fill that 
role. If both males and females are named as affirmative 
action coordinatgrs, it is important to make comparisons 
between the two groups regarding their perceptions of their 
power to bring about change in their institutions' policies 
and procedares, their own commitment to affirmative action, 
and their views oE the probable impact of affirmative action 
efforts on their college or university. 
Problem Statement 
The purpose of this st!ldy was twofold in nature. T h e  
first part was to ascertain whether or not states other than 
Towa had aandated affirmative action requirements for their 
inzependent colleges and universities. T9e information 
r?gardiqg state affirnative action laws was to provide the 
hackground infor~ation for the study of the Iowa 
regulations. 
The second part of the study was t 3  determine t+e 
salient characteristics of the affirmative action 
coordinators in certaiq Iowa independent colleges and 
universities relative to their perceptions of three areas. 
"5ese three areas were: t5eir perceptions of their power to 
bring about change in their institutions, their commitment 
to affirmative action, and their perceptions of the impact 
of affirmative action requirements on their institutions. 
9 
~ l s o ,  the study attempted to determine whether or not there 
was a significant difference between male and female 
afEirmative action coordinators in their perceptions of the 
three areas listed above. X possi5le correlation between 
two of the areas, the perception of power to bring about 
change and commitment to affirmative action, was tested. 
Hypotheses 
The four hypotheses tested in this study were as 
follows : 
I. There is no significant difference between the male 
and female affirmative action coordinators in their 
perception of their power to bring about change in 
their institution. 
2. There is no significant difference between the male 
and female affirmative action coordinators in their 
commitment to affirmative action. 
3. There is no significant difference between the male 
and female affirmative action coordinators in their 
perception of the impact of affirmative action o n  
their college or university. 
4. There is no correlation hetween the affirmative 
action coorclinatorsl perception of their power to 
bring about change in their instit:~tions and their 
conmitment to affirmative action. 
~efinitions 
The following are definitions of the six terms used 
most frequently in this study. 
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AfEirmative action is a set of specific and result- 
oriented procedures, allied with commitment and good fait+, 
designed to enlarge the opportunity Ear selection of 
candidates for hiring women. Affirmative action is a kind 
of "road map" to achieve the goal of equal employment 
opportunity. 1 
Comrnitnent is defined as engagement, involvement; "they 
have a sincere commitment to religion. I, 2 
Discrimination is the showing that a practice, 
procedure or test has an adverse effect on at least one 
protected group and is not job related. 3 
Equal employment opportunity is a condition under which 
all employment practices, including selection, transfer, 
promotion, termination, compensation, and other benefits, 
are implemented on the basis ~f valid, job-related 
requirements without regard to race, creed, national origin, 
color, religiqn, age, physical handicap or sex. 4 
'~tuart Berg Flexner, ed., The Random House Dictionary 
of the English Language, 2nd e 3 .  (New York: Random flouse, 
1987). 
j ~ l o s s a r ~  of Affirnative Action Terminology, 1903. 
4~loss3ry of Affirmative Action Terminology, 1903. 
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Impact is defined as influence, effect, the force 
exerted by a new idea, concept, technology or ideology. 1 
Power is tqe ability of those who possess it to bring 
about the outcomes they desire. Power is the capability of 
one social actor to overcome resistance to achieving a 
desirnd objective or result. 2 
Limitations 
The first part of this study was limited to those 
states which had a state association of independent colleges 
and universities. Sucb associations numbered thirty-nine in 
all, including Iowa. 
The second part 3f this study was limited to the 
twenty-eight iqdependent colleges and universities which 
were members of the Iowa Association of Independent Colleges 
and TJniversities. The results of this part of the study are 
directly applicable only to the twenty-eight higher 
education institutions in Iowa which participated in the 
study. T n  addition, no information in either part of this 
study was intended to constitute or provide legal opinions 
or advice. 
Assumptions 
It was assgmed that the responses of the association 
executives who were contacted regarding the Eirst part of 
'xandom gouse Dictionary, 958. 
' ~ e f f r e ~  Pfeffer, Power in Organizations (Marshfield, 
MA: Pitman, 1981). 
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this study were accurate and complete descriptions of their 
state ?aws covering private colleges and universities. ~t 
was further assamed that these executives would be t!~e most 
likely source of such information. 
The second part of the study sought information from 
the affirmative action coordinators at certain Iowa 
independe2t colleges and universities. It was assumed that 
their responses bonestly and faithfully represented their 
beliefs and attitudes, their own experiences, and their 
understanding of equal employment opportunity and 
affirmative acti~n. Additionally, it was assumed that these 
coordinators were sincere in their efforts to assist their 
institutions to comply with Section 251.3 (5) (f) , Code of 
Towa. 
Summary 
?he Seventy-Second Towa General Assembly passed 
legislation, effective July 1, 1988, requiring accredited 
private iigher education institutions in the state to 
promote equal opportunity and affirmative action efforts in 
their employment practices. This new legislation presented 
a challenge to those institutions, since compliance was 
necessary to all9w their students to receive financial aid. 
T5is study addressed two areas related to the a5ove 
legislative action. m h e  first was an investiqation 05 
whether or not states other than Iowa had similar 
requirements. The second was a study of the institutions' 
response to the requirement that each institution must 
"designate a position as the affirmative action 
coordinator." The study focused on the salient 
characteristics, job descriptions, and the attitudes and 
perceptions of the individuals named by their institutions 
to fill that position. 
CXAPTER 2 
R e v i e w  o f  t h e  L i t e r a t u r e  
"he  a c t i o n  o f  t h e  S e v e n t y - S e c o n d  G e n e r a l  A s s e m b l y  i n  
I o w a  e x t e n d i n g  e q u a l  o p p o r t u n i t y  a n d  a f f i r m a t i v e  a c t i o n  
r e q u i r e m e n t s  to  i n d e p e n d e n t  c o l l e g e s  a n d  u n i v e r s i t i e s  r a i s e d  
t h e  q u e s t i o n  o f  w h e t h e r  or n o t  s u c h  a c t i o n  h a d  b e e n  t a k e n  i n  
o t h e r  s t a t e s .  ""he Compendium o f  P u b l i c  P o l i c i e s  A f f e c t i n g  
T n d e p e n d e n t  C o l l e g e s  a n d  T J n i v e r s i t i e s n  i n c l u d e d  i n  t h e  
Qepor t  on S t a t e  A s s o c i a t i o n  O p e r a t i o n :  1 9 8 9 - 9 0 ,  a d d r e s s e d  
t h i s  q u e s t i o n  t o  a l i m i t e d  e x t e n t .  I t  a s k e d  t h e  r e s p o n d e n t s  
t o  i d e n t i f y  f r o m  a l i s t  o f  t e n  items o f  p u b l i c  p o l i c y  
( r e g u l a t i o n s  or  l e g i s l a t i o n )  t h o s e  h a v i n g  a  r e a l  o r  
p o t e n t i a l  i m p a c t  o n  t h e  o p e r a t i o n s  o f  i n d e p e n d e n t  c o l l e g e s  
a n d  u n i v e r s i t i e s .  T h e  c o m p e n d i u m  r e p o r t e d  t h a t  t 9 e  
f o l l o w i n g  s t a t e s  h a d  a f f i r m a t i v e  a c t i o n  r e q u i r e m e n t s  f o r  
i n d e p e n d e n t  c o l l e g e s  a n d  u n i v e r s i t i e s :  A r k a n s a s ,  
C a l i f o r n i a ,  C o n n e c t i c u t ,  G e o r g i a ,  T l l i n o i s ,  I n d i a n a ,  I o w a ,  
L o u i s i a n a ,  M a r y l a n d ,  M i n n e s o t a ,  N e w  J e r s e y ,  !Jew Y o r k ,  
O k l a h o m a ,  P e n n s y l v a n i a ,  a n d  w i s c o n s i n .  T h e  n a t u r e  o r  
s o u r c e  o f  t h e s e  r e q u i r e m e n t s  were n o t  d e f i n e d .  
l ~ a n s  Giesecke, e d . ,  R e p o r t  o n  S t a t e  ~ s s o c i a t i o n  
O p e r a t i o n s  1 9 8 9 - 1 3 9 0  ( W a s h i n g t o n ,  DC: N a t i o n a l  I n s t i t u t e  o f  
I n d e p e n d e n t  C o l l e g e s  a n d  U n i v e r s i t i e s ,  1 9 8 9 ) .  
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The limitations of the above report and the absence of 
other sources of information indicated a need for a survey 
of state governnent requirements for affirmative action 
affecting independent colleges and universities. This need 
was addressed in the first part of this study, stated as 
Question 1. 
Part two of the study, Question 2, related to the 
salient characteristics of the affirmative action 
coordinators in the twenty-eight independent colleges and 
universities in Iowa belonging to the Iowa Association of 
Tndependent Colleges and ~niversities. A search of the 
literature produced no similar study. A somewhat comparable 
survey was done S y  the Center for Developmental Change, 
University of Kentucky, Lexington, in 1086. Careers in 
University Administration, an Affirmative Action Survey, was 
f u n d e 2  by a grant from the National Science Foundation. 
Directed to affirmative action/equal employment opportunity 
program directors and other university administrators, it 
requested information including gender, birth year, highest 
degree earned, year of graduation and institution, years in 
current position, faculty rank, race, and current salary. 
A comprehensive source of information on affirmative 
action in higher education is Lois VanderWaerdtls book 
entitled Affirmative Action in Higher Education, which 
provides recommendations for developing and implementing a 
successful affirmative action program in higher education 
institutions. Written by an experienced affirmative action 
administrator at the University of Missouri, the book 
presents a practical and positive guide to affirmative 
action compliance in higher education. 
"he study which is the subject of this dissertation and 
the [Jniversity of Kentucky survey both focused on the 
backgrounds of current (at the time of the surveys) 
affirmative action administrators in higher education 
institutions. T7anderWaerdt's book described the 
qualifications which affirmative action directors should 
possess in order to be successful. 
The staffing of the Affirmative Action Office is 
keyed to the director, who, contrary to modern 
myth and practice, must have both specialized 
training and specific professional skills in order 
to function effectively as an agent of change 
within the organization. . . Clearly, the director 
should be selected not because of membership in a 
majority or minority group but because of 
qualifica ions and skills essential to the 
position. f 
The Carnegie Report, however, noted: 
Most of the universities responding to our inquiry 
have designated a top administrative official as 
the person with chief responsibility for 
enforcement of affirmative action. Subject to his 
[sic] supervision, there is likely to he an 
affirmative action officer who very often is, in 
practice, a member of a minority group (usually a 
black). Sometimes the affirmative action officer 
is a woman, and occasionally a minority woman. In 
'~ois Vanderwaerdt, Affirmative Action in Higher 
Education (New York: Gar land, 1982), 10-11. 
some cases, there are separate affirmative action 
officers for academic and nonacademic employees. 1 
130th the university of Iowa and Iowa State University 
listed the areas of responsibility of the Affirmative Action 
Office at the respective institutions in their 1988-89 
Affirmative Action Plan. Both institutions combined the 
responsibilities of the director and the staff members in 
the reports. 
The University of Iowa listed the following duties and 
responsibilities: 
The major responsibilities of the Office of 
Affirmative Action are to educate the University 
community about affirmative action and equal 
employment laws, statutes, and orders, and to 
ensure compliance with statutory and regulatory 
requirements. 
The Director and sta-fE members: 
Participate in the development of University 
policy statements pertaining to equal employment 
opportunity and affirmative action; 
Participate in establishing unit and department 
affirmative action goals and objectives; 
nesign and implement auditing and reporting 
systems to measure the effectiveness of the 
Affirmative Action program; 
Participate in the identification of problem areas 
of discrimination or inequity and the 
determination of appropriate solutions and/or 
corrective action; 
'~arneqie Foun~qation for the Advancement of Teaching, 
- 
Making Affirmative Action Wort in 9igher Education (San 
Francisco: Jossey-Bass, 1975), 71. 
Ensure that University employment policies and 
programs are in compliance with regulations and 
guidelines of the Office of Federal Contract 
rornpliance 3rograms (9FCCP), Tqual Employment 
Opportunity Commission E O C ) ,  and the Iowa Civil 
' F  Rights Commission ( I C R C ) .  
A similar list of responsibilities of the Affirmative 
Action Office was presented in the Iowa State University 
"Affirmative Action Update of 1988." These responsibilities 
were stated in somewhat more detail than those included in 
the University of Iowa's publication and added the Office's 
responsibility to serve as liaison between the University 
and enforcement agencies as well as liaison between the 
University and organizations concerned with equal 
opportunity. 2 
The Carnegie Report presented the administrative 
arrangement at Drinceton rJniversity as of 1975, in which the 
provost, who was general deputy of the president, was 
designated as t3e affirmative action officer Q E  t\e 
university. While the provost "is responsible for overall 
rlevelopment, irn?lernentation and monit7ring of all programs 
relating to Equal Qpportunity and A £  f irmative Action, an  
assistant was given the title of affirmative action 
l ~ f  f irrnatlve Action Plan 1988-1389 (Iowa City, IA: 
TJniv. of I o w a ,  Office of ~ffirmative Action), 5. 
2~ffirmakive Action Update of Utilization, 
Availability, Goals and Timetables (Ames, IA: Iowa State 
Univ., Affirmative Action Office, 19881, 9-10. 
3~arnegie Foundation, 71. 
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coordinator. The duties of the coordinator were listed in 
detail. They appeared to be consistent with the duties and 
responsibilities described in the University of Iowa and 
Iowa State publications, 5ut did not include the overall 
responsibility of the affirmative action director. 
Three areas relating to the attitudes and perceptions 
of the affirmative action coordinators were studied. The 
first was their perception of their own power to bring about 
change in their institutions of higher education. The 
concept of power has been difficult for many authors to 
define. Jeffrey Pfeffer in Power in Organizations, used the 
following operational 2efinition of power: 
Power is the ability of those who possess it to bring 
about the outcomes they desire. Power is the capacity 
of one social actor to overcorn! resistance in achieving 
a desired objective or result. 
PfefEerts definition, whic3 was used in t3is study, 
included the aspect of overcoming resistance. As 
T,?anderWaerdt made clear, affirmative action coordinatorst 
roles included bringing about certain outcomes required by 
the institution's affirmative action plan by serving as 
change agents in their institotions.' Bringing about change 
in any institution would involve dealing with resistance. 
PEeffer further explained that: 
'<~effre~ Dfeffer, Power in Organizations (Marshfield, 
MA: ?itman, 1981), 2. 
Because fundamental to virtually all definitions 
of power is the idea that some resistance or 
opposition is overcome, or some action is changed 
from what it would have been without the 
intervention of the powerful actor, the assessment 
of nower requires the ability to know what would 
have ha pened without the intrusion of the power 
holder. i' 
This dissertation does not attempt to determine what 
would have happened in the higher education institution 
without the "intrusion of the power holder." It does, 
however, examine the affirmative action coordinators' 
perception of their power to bring about change in their 
institutions. 
The level of the position held by the affirmative 
action administrator was addressed in the Carnegie report, 
Making Affirmative Act'ion Kork in tligher Education. The 
fsllowing recommendation relating to the implementation of 
the affirmative action plan spoke to the importance of the 
person holding a higher level position. 
~ecommendation 5: The Council recommends that 
primary responsibility for implementation of 
affirmative action policies be clearly assigned to 
a top official who reports directly to the 
president or chief campus officer. Reporting to 
this top official there should usually be, 
especially on larger campuses, a full-time 
affirmative action officer, with a sta$f 
appropriate to the size of the campus.- 
'pfeffer, 44. 
*carnegie Foundat ion, 73. 
The report also stressed the importance of cooperative 
efforts as follows: 
In addition, the effectiveness of the top 
administrative official and of the affirmative 
action officer will depend on their ability to 
work with all the officials and groups on campus 
who are concerned with implementation of 
affirmative action policies. This includes deans 
and department chairmen, along with women's, 
minority, and student groups concerned with ihese 
policies, and affirmative action committees. 
Agreement on these points was found in Affirmative 
Action in Higher Tducation. The intention of this book was 
to provide "a comprehensive view of the components of a 
successful affirmative action program. " 2  An effective 
affirmative action office must report at the highest level. 
Reporting directly to the chief academic officer 
(the president or chancellor) on the campus allows 
the Affirmative Action Office to operate from a 
position of strength. Doing so enhances the 
prestige of the office and demonstrates the 
institution's commitment to aftirmative action. 3 
Other requirements for an effective affirmative action 
office and director were stated. A successful director 
takes full advantage of reporting to the chief academic 
officer "to discuss affirmative action problems and the 
approaches to alleviate those problems. " 4  An effective 
'~arne~ie Foundation, 73. 
director meets regularly with the top administrator and 
approaches these meetings with "a firm grasp of any relevant 
a= Lacts, a cl-ear statement of the problem, and perhaps a 
proposed solution. t: 1 
An effective affirmative action director must have an 
appropriate view of his/her role. 
A director acting in an official capacity is part 
of the systen--not a zealot trying to change the 
system from the outside. A significant part of 
the director's job involves working creatively 
within the views of high-ranking academic 
administrators and, if necessary, discovering the 
means to gradually adjust these views for better 
harmony with affirmative action. 2 
An effective affirmative action director and office 
must 5ave adequate staff and budget, according to this 
resource book. The level of staffing and budget depend upon 
the size of the institution and the stage of development of 
the institution's program. 
On small campuses, the affirmative action 
responsibilities are Erequently included with the 
personnel responsibilities or with a staff 
position reporting to the chief academic 
officer. Even on such a campus, however, someone 
with a thorough knowledge of affirmative action 
should initially develop the program and continue 
to work closely (perhaps on a consulting basis) 
with the staEf person who maintains the program. 3 
To be effective, an affirmative action director nust 
have the requisite skills. 
The staffing of the Affirmative Action Office is 
keyed to the director, who, contrary to modern 
myth and practice, must have both specialized 
training anh?ecific professional skill5 in order 
to function effectively f s  an agent of change 
within the organization. 
~ccording to this book, the director should be selected 
because of qualifications and skills essential to the 
position and not because of membership in a majority or 
minority g r o u ~ .  An essential qualification is legal 
knowledge with specific expertise in equal employment law. 
Some experience as a government investigator or compliance 
officer is useful for acquiring needed investigative 
skills. Z 
Additional skills stressed in the sourcebook included 
programming and organizational skills to plan successful 
manaqenent training programs; an understanding of academic 
hiring, promotion, tenure, and merit salary processes; and 
"an understandi~q of the vagaries of academe gained by 
experience as a faculty member. "' The hook contended that 
an appointment bat:) as an adninistrator and as a faculty 
member strengthened the effectiveness of the director. 4 
'~anderb'aerlt, 11, 12. 
3yrafider!-7aerd t, l?. 
'~ander~aer~q t, I?. 
2 4 
~dditional essential qualifications as described in the 
sourcebook include 'ability to communicate verbally and in 
writing with people who possess widely differing levels of 
understanding. . . Clearly, communication skills are job 
related. 88 I 
A person possessing these qualifictions can be 
effective as an affirmative action director, according to 
this sourcebook. 
A job description focusing on these qualifications 
would include the following specific elements: 
law degree required; liberal arts undergraduate 
degree preferred; experience in investigation and 
negotiation; knowledge of Equal Employment 
Qpportunity laws and regulations essential; 
qualification for faculty status in an academic 
department. A director with these qualifications 
will produce an affirmative action program that 
will effect changes and improvements in many 
aspects oE campus life.? 
The affirmative action director must also be able to 
develop campus support, This may require the director's 
"hest diplomatic and decision-making skills in order to win 
t?e allegiance of key people on campus. ,I 3 
The second area of the attitudes and perceptions of the 
affirmative action coordinators which was studied was their 
commitment to equal opportunity and affirxative action. In 
this study, "commitment" was defined as "the state of being 
25 
bound emotionally or intellectually to some course of 
action. H 1 
Agreement with some or all of the following was seen as 
evidence of commitment to equal opportunity and affirmative 
action: affirmative action is needed in higher education, 
state and federal governments should be involve?, the long- 
range results will be positive, finding qualified women and 
minority candidates is important, affirmative action will 
not result in the lowering of academic standards, 
understanding of the difference between goals and quotas, 
necessity of setting goals and timetables, and a belief in 
the importance of the role of the affirmative action 
coordinator in bringing about change for the better on the 
campus. 
The Carnegie Report, Making Affirmative Action Work in 
Biqher Education, expressed support of and commitment to 
affirmative action as follows: 
Nondiscrimination in employment, promotion, and 
pay is a high national priority in higher 
education, as in other segments of American 
society. The priority given to this policy is 
fully in keeping with the American commitment to 
equality of opportunity. 
Affirmative action, nevertheless, is needed to 
overcome the residue of a past record of 
discrimination which was partially purposive and 
partially inadvertent. It will be needed until a 
better record of nondiscrimination has been 
established, a situation where there is 
nondiscrimination on the basis of sex, race, and 
'~andom House Dictionary. 
ethnic origin, and discrimination only on the 
basis of ability and contribution to institutional 
needs. ~ffirmative action does not mean 
entitlements to proportional representation. It 
means actions to eliminate discrimination: 
creation of more adequate pools of talent, active 
searches for talent wherever i t  exists, revision 
of policies and practices that permitted or 
abetted discrimination, development of 
expectations for a staff whose composition does 
not reflect the impacts of discrimination, 
provision oE judicial processes to hear 
complaints, and the making of decisions without 
improper regard for sex, race, or ethnic origin. 1 
The Carnegie Report, AEfirmative Action in Higher 
Education, presented ways in which affirmative action 
programs could be successful in higher education. A basic 
position of the hook was that such programs were necessary 
in higher education to eliminate discrimination and to 
achieve equal opportunity. The commitment of the 
affirmative action director to affirmative action was 
partially assumed b y  the qualifications he/she brought to 
the position and by the person's willingness to accept the 
challenges of the role. 
If all had been well in academe, affirmative action 
would not have Seen necessary. All was not well, however. 
"Seldom were women ox members of minority groups given the 
encouragement and job opportunities available to their white 
male colleagues. "2 Part of the commitment to aEfirmative 
'~arne~ie foundation, 1-2. 
*carnegie Foundation, 3. 
action was the acknowledgement that change was necessary and 
that affirmative action was required to bring it about. 
An all-too-common fear on campus is that afEirmativ2 
action will result in the lowering of academic standards 
because of the perceived need to hire less-qualified 
people. Commitment to affirmative action increased as 
administrators and faculty members understood that "hiring 
less qualified candidates because of race or sex is a 
violat ion of the law. " 
The third area of the attitudes and perceptions oE the 
afEirmative action coordinators which was studied was their 
perceptions of the impact of affirmative action on their 
institutions. In this study, "impact" was defined as 
"influence, effect, the force exerted by a new idea, 
concept, technology or ideology. r, 2 
The Carnegic Report, Vaking Affirmative Action iJork in 
Yiqber Education, dealt with many areas of impact of 
affirmative action on an institution of higher education. 
According to the Report, instit~tions should be sure that 
they: 
Rave a carefully developed affirmative action plan 
and the administrative and advisory mechanisms to 
make it a working document. We cannot enphasize 
too strongly the importance of the nature and the 
quality oE the written plan. 
'~arnegie Foundation, 4. 
2 ~ a n d o m  House Dictionary. 
Make annual public reports on status and progress 
in relation to this plan. 
~ctively recruit women and ninorities int3 the 
pool of names for consideration for openings. 
Select the most qualified candidate as federal 
policy now requires regardless of race, sex, or 
ethnic origin. 
Provide fail procedures for processing 
complaints. 
I n  addition to taking a reactive role in compliance 
with state and federal regulations, the Carnegie Report 
emphasized that higher education institutions should take a 
leadership role. ""he primary and long-term responsibility 
for affirmative action in higher education should be assumed 
by colleges and universities themselves. "' 
Internal policies and procedures must be reviewed, 
according to the ~Zarnegie Report. "he 2eport recommended 
that : 
The affirmative action plans of institutions of 
5igher education should include carefully framed 
provisions ensuring strict observance of 
nondiscriminatory procedures in recruitment, 
select on, and promotions, and pr viding for 
analyses of salary differentials. S 
Other changes, according to the Carnegie Report, 
include policies and procedures that would provide 
l ~ a r n f ~ i e  Foundation, 6 9 .  
2~arnegie Foundation, 6 9 .  
3~arnegie Foundation, 5 ? .  
opportunities for women and minorities to serve in 
administrative positions.' ~rievance procedures should he 
developed, according to Recommendation 25: 
The council recommends that all institutions of 
higher education develop one or more sets of 
grievance procedures that will be available to all 
of its employees, or 50 academic and nonacademic 
employees separately.- 
The above-described changes brought about by 
affirmative action required new policies and procedures. 
Affirmative Action in Higher Education placed the 
responsibility for recommending and implementing these 
changes on the Affirmative Action Office. 
Thus a major project for the Affirrnative.Action 
Office is the development of forms, procedures, 
and guidelines responsive both to the uniqueness 
of academe and to the applicable laws--guidelines 
which allow rjornparahle responses to similar 
situations." 
Another impact of affirmative action laws and 
regulations was the involvement of outside agencies in the 
operation of the college or university. While governmental 
authority over many aspects of the governance of higher 
education institutions is a reality, it has often seemed 
particularly intrusive and overbearing in the civil rights 
'Carnegie foundation, 96. 
L~arnegie Foundation, 185. 
3~arnegie Foundation, 19. 
area. Same explanation of this antipathy may be found in 
the following comments from Affirmative Action in Riqhcr 
F d u c a t  ion: 
The Civil Rights Act sailed into a sea of 
tradition and collegiality dating back several 
centuries, and shortly thereafter the 
investigators and reviewers of federal and state 
agencies began enforcing these laws. 
Unfortunately, few of these agency representatives 
had experience with higher education beyond their 
awn student experiences--and some did not h a v e  
t3at. The agencies, plagued with high turnover in 
top positioqs, provided little leadership either 
in hiring qualified investigators or in developing 
training programs to enhance investigation 
skills. Indeed, job descriptions and Interview 
questions have historically centered on the 
community relatio s activities and on empathy fo r  
protected groups. !if
The situation apparently has improved, however. 
1 rortunately, in r.ecent years some reviewers have 
been hired who have investigative and analytical 
skills, and some leaders in enforcement agencies 
have acknowledged the need for emphasizing these 
skills r ther than those that are less job 
related. 5 
an Affirmative Action in Higher Education, VanderWaerdt 
maintained that changes needed to occur in both compliance 
agencies and in higher education institutions. "Better 
cooperation by both parties will not only provide more 
effective and less painful investigations but also will 
result in greater equity on campus. I t  3 
The higher education institutions have felt the impact 
of equal opportunity and affirmative action and will 
continue to do so. The impact will be far-reaching and 
inevitable. 
~ncreasing heterogeneity on campuses across the 
country is inevitable. Not only are women, ethnic 
minorities, foreign students, and disabled 
students enrolling in increasing numbers, but the 
declining pool of 18 to 21 year olds has forced 
academic institutions to recruit and to develop 
programs for older students. Women and minorities 
with the appropriate credentials for faculty 
positions are increasing each year. Women are 
beginning to enter academic disciplines long 
numerically dominated by men. Many of these 
changes will occur naturally but often 
painfully. The Affirmative Action Office can take 
a leadership role on campus to prepare the campus 
for these chan es and to help the campus better 
adapt to them. 9 
The above-cited readings addressed the two parts of the 
study Zescribed in this dissertation. In regard to the 
first question to be answered relating to state affirmative 
action requirements on independent higher education 
institutions, a search of the literature revealed that only 
a minimal amount o f  information was available. The material 
presented in the "Report on State Association Operationsn 
was not sufficiently detailed to be of assistance to the 
independent colleges and universities in Iowa. 
The Carnegie Report listed a number of recommendations 
intended to strengthen the affirmative action efforts of 
higher education institutions nationally. While 
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acknowledging that affirmative action is a controversial 
concept, the Report stressed that effective plans must be 
written and implemented. 
Tbe importance of the affirmative action director in 
assisting the institution to achieve its goals and 
objectives was stressed in Affirmative Action in Higher 
Education. The author, herself an experienced affirmative 
action director, presented detailed guidelines for achieving 
a successful affirmative action program in a higher 
education institution. 
CHAPTER 3 
Design o f  the  Study 
The procedures  employed t o  answer t he  q u e s t i o n s  posed 
i n  t h e  two p a r t s  o f  t h i s  s tudy and t o  t e s t  the  four 
hypotheses  a r e  d e s c r i b e d  i n  d e t a i l  i n  t h i s  c h a p t e r .  The 
s e p a r a t e  p rocedures  followed i n  each of t he  two p a r t s  of the  
s t u d y  a r e  p re sen ted  along w i t h  t h e  means by which t h e  two 
q u e s t i o n n a i r e s  were designed and t e s t e d .  
The f i r s t  p a r t  o f  t he  s tudy  was designed t o  answer t h e  
q u e s t i o n  of whether s t a t e s  o t h e r  than Iowa had mandated 
e q u a l  o p p o r t u n i t y  and a f f i r m a t i v e  a c t i o n  f o r  t h e i r  
inc?ependent c o l l e g e s  and u n i v e r s i t i e s .  T o  answer t h i s  
q u e s t i o n ,  a q u e s t i o n n a i r e  (Appendix C )  was developed which 
was to  be s e n t  t o  t h e  p r e s i d e n t  of each s t a t e  a s s o c i a t i o n  of 
independent  c o l l e g e s  and u n i v e r s i t i e s .  
mhe above q u e s t i o n n a i r e  was reviewed f o r  c l a r i t y  and 
a p p r o p r i a t e n e s s  by D r .  John t lar tung,  p r e s i d e n t  of t h e  Iowa 
A s s o c i a t i o n  of Independent  Col leges  and u n i v e r s i t i e s  
( I A I C U ) .  A t  his s u g g e s t i o n ,  t h e  q u e s t i o n ,  " I s  ' m i n o r i t y '  
? eF ined  i n  y o u r  s t a t e ? "  was added, a s  wel l  a s  a  r eques t  f o r  
a copy of t he  d e f i n i t i o n ,  i f  one e x i s t e d .  These a d d i t i o n s  
were made and the  q u e s t i o n n a i r e  was approved by Dr. Sar tung  
t o  he mailed t o  t h e  o t h e r  s t a t e  p r e s i d e n t s .  A mail ing l i s t  
of  t 5 e  s t a t e  a s s o c i a t i o n s  was provided by t h e  I A I C U  o f f i c e .  
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The questionnaire asked for information on any state 
requirements relating to equal opportunity and affirmative 
action on private colleges and universities. A copy of the 
requirement was requested, if it existed. Information 
regarding any pending related legislation was also 
requested. T n  addition, the association executives were 
asked i E  a study similar to the Iowa study had been done in 
their states. If so, the name and address of a contact 
person was requested. 
The questionnaire, along with a cover letter 
(Appendix C) and a copy of the Iowa regulation, Section 
261.9(5)(f), Code of Iowa, 1989, was mailed to the thirty- 
eight members of the State Association Executives Council of 
Independent Colleges and Universities. A list of these 
Council members is included in Appendix D. 
The second question in the study was three part in 
nature. The three parts of this question were: 
2-24 What are the salient demographics of the 
affirmative action coordinators at the 
independent colleges and universities in Iowa? 
2-B. What are the duties and responsibilities of these 
affirmative action coordinators? 
2-C. Are there significant differences between the 
male and the female affirmative action 
coordinators in the following areas: 
1. their perceptions of their power to bring 
about c5ange in their institutions, 
2. their commitment to affirmative action, 
3. their perceptions of the impact of 
affirmative action requirements on their 
institutions, and 
4. is there a correlation between the 
affirmative action coordinators' perception 
of their power to bring about change in their 
institutions and their commitment to equal 
opportunity and affirmative action? 
TO answer these questions, a lengthy questionnaire 
(~ppendix 8) was designed to be mailed with a cover letter 
to the twenty-eight affirmative action coordinators in the 
independent colleges and universities belonging to the 
Towa Association of Independent Colleges. A list of the 
colleges and universities included in the survey appears in 
Appendix I. 
Each part of the three-part questionnaire was designed 
to answer one of the three parts of Question 2'. Part I 
requested data to provide the information needed to answer 
Question 2-A.  These data included sex, age and race of the 
coordinator. The title, sex, and race of the person to whom 
the coordinator reported were also requested. Additional 
questions in Part I of the questionnaire covered educational 
background, number of years of administrative experience and 
years employed at current school. 
Part I1 of the questionnaire provided information to 
answer Westion 2-B. A list of ten job duties and 
responsibilities was given. The coordinator was asked to 
circle "Yes" if he/she was responsible for all or part of 
that function. If he/she did not have any responsibility 
for a listed job duty or responsibility, he/she was to 
circle "No." The items listed were reproduced from a list 
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of the duties and responsibilities of the affirmative action 
coordinator at princeton University, as reported in Making 
A £  f irmative Action Work in Higher Education. I 
Part III of the questionnaire was designed to answer 
Question 2-C and to provide the data with which to test the 
four hypotheses. Part III consisted of 105 statements to 
which the affirmative action coordinator was to respond 
either "Yes" or "No." A "Yes" response indicated that 
he/she agreed with the statement or that the statement in 
general reflected the situation at his/her college or 
university. A "No" response was to be given if the 
statement did not correspond in general to the person's 
beliefs, role as the person perceived it, or to the 
situation as he/she understood it at that institution. 
The research instrument did not allow for degrees of 
agreement or disagreement. The person was asked to choose 
the response which more closely reflected his/her opinion or 
view. The person was told that there was no right answer, 
only an honest one. Confidentiality of individual responses 
was promised. 
The statements included in Part I11 of the 
questionnaire covered three areas relating to equal 
opportunity and affirmative action. The three areas were: 
'carnegie Foundat ion, 71-72. 
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(1) The affirmative action coordinators' perceptions 
of their power to bring about change in their 
institutions, 
(2) their Personal commitment to the concepts of equal 
opportunity and affirmative action, and 
( 3 )  their views regarding the impact o f  the state 
equal opportunity and af Eirmative action 
requirements on their institutions, 
The statements which made up Part 111 of the 
questionnaire were tested by the three experienced 
affirmative action administrators who headed the affirmative 
action offices at the Board of Regents universities in 
Iowa. Those public universities are Iowa State University, 
the TJniversity of Iowa and the University of Northern 
Iowa. These affirmative action professionals were sent a 
list of 150 statements relating to equal opportunity and 
affirmative action. These statements did not contain an 
identification of any oE the three topic areas listed 
above. Eacb recipient of the list was asked to identiEy the 
subject area into which each statement would fall, in 
his/her opinion. ~ ~ e / s h e  was instructed to mark each 
statement with an "T" if the statement related to ''~mpact," 
"cU i f  it relatecj to "Commitment" and " P "  if i.t related to 
"power ." The terns were defined for their information. 
Those statements which did not fall into any of the three 
areas were to be marked with an "N" for "None*" 
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T h e  l i s t s  o f  s t a t e m e n t s  were t h e n  r e t u r n e d  t o  t h e  
r e s e a r c h e r  who  r e v i e w e d  a n d  c o m p a r e d  t h e  r e s p o n s e s  f r o m  t h e  
t h r e e  a f f i r m a t i v e  a c t i o n  a d m i n i s t r a t o r s .  T h e  s t a t e m e n t s  
w h i c h  were i n c l u d e d  i n  t h e  f i n a l  l i s t  o f  1 0 5  were t h o s e  o n  
w h i c h  t h e r e  was g e n e r a l  a g r e e m e n t  i n  t h e  r e s p o n s e s  o f  t h e  
t h r e e  a d m i n i s t r a t o r s  o r  s t a t e m e n t s  w h i c h  h a d  b e e n  r e v i s e d  t o  
f a l l  i n t o  a  p a r t i c u l a r  s u b j e c t  a r e a .  T h o s e  s t a t e m e n t s  w h i c h  
w e r e  m a r k e d  a s  o u t s i d e  o f  t3e t h r e e  s u b j e c t  a r e a s  o r  t h o s e  
o n  w h i c h  t h e r e  was l a c k  of a g r e e m e n t  o n  t h e  p a r t  o f  t h e  
t h r e e  r a t e r s ,  were e l i m i n a t e d  f r o m  t h e  s t u d y  a n d  n o t  u s e d  i n  
t h e  f i n a l  q u e s t i o n n a i r e .  
T h e  s o u r c e s  f r o m  w h i c h  t h e  c o n t e n t  f o r  t h e  s t a t e m e n t s  
w a s  d r a w n  w e r e :  
1. T u l e s  a n d  r e g u l a t i o n s  o f  t h e  U n i t e d  S t a t e s  O f f  i ce  
o f  F e d e r a l  C o n t r a c t  C o m p l i a n c e  c o v e r i n g  f e d e r a l  c o n t r a c t o r s ,  
i n c l u d i n g  h i g h e r  e d u c a t i o n  i n s t i t u t i o n s .  
2 .  Iowa e q u a l  o p p o r t u n i t y  a n d  a f f i r m a t i v e  a c t i o n  
r e g u l a t i o n s  a n d  n o n d i s c r i m i n a t i o n  l a w s .  
3 .  M a k i n q  A f f i r m a t i v e  A c t i o n  Work i n  g i g h e r  E d u c a t i o n ,  
a 1 9 7 5  R e p o r t  o f  t h e  C a r n e g i e  C o u n c i l  o n  P o l i c y  S t u d i e s  i n  
Y i g h e r  E d u c a t i o n .  
4 .  L o i s  V a n d e r l : a e r d t ,  A f f i r m a t i v e  A c t i o n  i n  H i g h e r  
E d u c a t i o n .  
5 .  P u S l i c a t i o n s  o f  t h e  U n i t e d  S t a t e s  O f f i c e  f o r  C i v i l  
R i g h t s .  
6 .  P e r s o n n e l  m a n a g e m e n t  t e x t b o o k s  a n d  p u b l i c a t i o n s .  
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7. The researcher's seventeen years of experience as 
an equal opportunity and afiirmative action director i n  an 
independent university. 
The statements in Part I I I  of the questionnaire were 
coded as described above as relating to one of the three 
areas tested in the four hypotheses. These areas were: 
(1) Perception of power to bring about change in tho 
institution, gypothesis 1, 
(2) Commitment to affirmative action, Hypothesis 2, 
and 
( 3 )  Derception of impact of equal opportunity 
and affirmative action on the institution, 
Hypothesis 3. 
Yypothesis 4 related to the correlation between 
Hypothesis 1, perception of power to bring about change, and 
~ypothesis 2, commitment tg affirmative action. 
Thirty-five statements were defined as relating to each 
of the three areas. Part I I I  of the questionnaire contained 
a total of 105 statements. No description of the three 
areas or mention of them appeared in the questionnaire or in 
the instructions to the affirmative action coordinators nor 
were they identified in any way in the survey instrument. 
"5is procedure was deliberate and was intended to prevent 
any unintentional bias in the coordinator's responses. 
~ypothesis i: There is no significant difference 
between the male and female affirmative action 
coordinators in their perception of their pow2r to 
bring about change in their institution. 
~ethodology. The affirmative responses of the 
affirmative action coordinators to those statements defined 
as relating to the power of the individual to bring about 
change in his/her institution were summed by group. The 
groups were based on gender. Total number of male 
res2ondents was twelve. Total number of female respondents 
was sixteen. 
The following statements were defined by the process 
previously described as relating to power: Statements 
number 1, 4, 7, 10, 19, 20, 231 2 6 ,  30,35, 38,42, 46, 49, 
94, 96, 97, 99, 104, and 105. (See Appendix K.) 
All statements relating to power appeared in Part I11 
of the questionnaire to the affirmative action coordinators 
and were designed to elicit their "Yes" or "No" responses to 
statements regarding their own attitudes and perceptions of 
equal opportunity and affirmative action. 
R t-test was applied to the sums of the two groups to 
determine whether or not there was a significant dif Eerence. 
Hypothesis 2: There is no significant difference 
between the male and female affirmative action 
coordinators in their commitment to affirmative action. 
Methodology. The afEirmative responses of the 
affirmative action coordinators to those statements defined 
as relating to the commitment of the individual to 
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affirmative action were summed by group. The groups were 
based on gender. Total number of male respondents was 
twelve. Total number of female respondents was sixteen. 
The following statements were defined by the process 
previously described as relating to commitment: Statements 
number 2, 3, 5, 9, 11, 13, 14, 16, 24, 25, 28, 31, 36, 37, 
39, 4 0 ,  44, 47, 52, 5 3 ,  54, 5 5 ,  591 61, 64, 671 74, 77, 841 
91, 95, 99, 101, 102, and 103. (See Appendix K.) 
411 statements relating to commitment appeared in Part 
III of the questionnaire to the affirmative action 
coordinators and were designed to elicit their "Yes" or "No" 
responses to statements regarding their own attitudes and 
perceptions of equal opportunity and affirmative action. 
A t-test was applied to the sums of the two groups to 
determine whether or not there was a significant difference 
be tween them. 
Hypothesis 3: There is no significant difference 
between the male and female affirmative action 
coordinators in their perception of the impact of 
affirmative action on their college or university. 
Methodology. The affirmative responses of the 
affirmative action coordinators to those statements defined 
as relating to the impact of affirmative action on t5eir 
college or university were summed by group. The groups were 
based on gender. Total number of male respondents was 
twelve. Total number of female respondents was sixteen. 
The following statements were defined by the process 
previously described as relating to impact: Statements 
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number 6, 8 ,  22, 15, 17, 181 22, 22, 271 29, 32, 33, 34, 41, 
43, 45, 4 8 ,  51, 57,  60, 52 ,  63, 66, 5 8 ,  69, 71, 72, 76, SO, 
8 2 ,  8 5 ,  85, 9 8 ,  93, and 100. (See Appendix K.) 
All statements relating to impact appeared in Part 111 
of the questionnaire to the affirmative action coordinators 
and were designed to elicit their "Yes" or "NO" responses to 
statements regarding their perceptions of the impact oE 
affirmative action programs on their college or university. 
A t-test was applied to the sums of the two groups to 
determine whether or not there was a significant difference. 
Sypothesis 4: There is no correlation between the 
affirmative action coordinatorsq perception of their 
power to bring about change in their institutions and 
their commitment to affirmative action. 
Methodology. To test Hypothesis 4, the responses of 
all the affirmative action coordinators to the statements 
defined as relating to power to bring about change and those 
relating to commitment to affirmative action were summed. 
The ?earson Correlation Coefficient test was used to 
determine whether or not there was correlation between these 
two totals. 
The questionnaires were mailed to the twenty-eight 
individuals who had been appointed by their institution as 
the affirmative action coordinator. Tncluded in the mailing 
was a cover letter explaining the study and requesting a 
response, the elcven-page questionnaire, and a return 
postcard. The coordinator was asked to mark on the postcard 
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whether or not the information could be returned by the 
suggested date. 
4 few days after the target Jate, those coordinators 
who had not responded were contacted by telephone. The 
reason for the delay was explored and the person was urged 
to respond as soDn as possible. The coordinators were 
assured that their responses would be handled in a 
confidential manner and that individual responses would not 
be identified i n  the final report. 
Since t5e number of institutions surveyed was small, 
only twenty-eight, a high percentage of returned surveys was 
very important to the study. "5e goal was to'receive all 
twenty-eight, a 190 percent response. The achievement of 
that goal would mean that all of the independent colleges 
and universities belonging to the Towa Association would he 
included in t ~ e  study results. 
CHAPTER 4 
Analysis of the Data 
This chapter is a report of the data gathered from the 
two questionnaires designed to answer the two questions of 
this study. The questions and their subparts are restated 
for the reader's convenience. 
~uestion I asked, "Had states other than Iowa randated 
equal opportunity and affirmative action for the independent 
colleges and universities?" Four related sub-parts were 
included in the questionnaire sent to the top executives of 
the state associations of independent colleges and 
universities in the United States (Appendix C). The 
association executives were asked if the state legislature 
in their state had placed equal opportunity and affirmative 
action requirements on their private colleges and 
universities si~ilar to the requirenents placed by the State 
of Iowa on private colleges and universities. A copy of the 
related section frop t%e Iowa Code (Appendix B) was enclosed 
with the cover letter and questionnaire. A citation of such 
legislation and a copy of the text of the citation were 
requested. If the state had no similar legislztion, t3e 
association executives were asked if any such legislation 
was pending. A copy of any pending legislation was 
requested. 
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S i n c e  l e g i s l a t i o n  m a n d a t i n g  e q u a l  o p p o r t u n i t y  a n d  
a f  f  i r r n a t i v e  a c t i o n  d e a l s  w i t h  " m i n o r i t i e s '  i n  t h e  w o r k p l a c e ,  
t h e  q u e s t i o n  a s  a s k e d ,  " I s  ' m i n o r i t y '  d e f i n e d  i n  y o u r  
s t a t e ? "  k c o p y  o f  t h e  d e f i n i t i o n ,  i f  o n e  e x i s t e d ,  was 
r e q u e s t e d .  
T h e  q u e s t i o n n a i r e  s t a t e d  t h a t  t h e  s t u d y  " w i l l  r e s u l t  i n  
a c o m p e n d i u m  o f  t h e  c h a r a c t e r i s t i c s  o f  a f f i r m a t i v e  a c t i o n  
c o o r d i n a t o r s  i n  t h e  Iowa i n d e p e n d e n t  c o l l e g e s  a n d  
u n i v e r s i t i e s . "  T h e  a s s o c i a t i o n  e x e c u t i v e s  w e r e  a s k e d  i f  
t h e y  w e r e  a w a r e  o f  a n y  s u c h  s t u d y  i n  t h e i r  s t a t e .  I f  s o ,  
t h e y  w e r e  r e q u e s t e d  t o  s u p p l y  t h e  name a n d  a d d r e s s  o f  a  
c o n t a c t  p e r s o n .  
C o ~ . m e n t s  were s o l i c i t e d  f r o m  t h e  a s s o c i a t i o n  e x e c u t i v e s  
o n  a n y  o f  t h e  q u e s t i o n s  o n  t h e  q u e s t i o n n a i r e .  I n  a d d i t i o n ,  
a c o p y  o f  t h e  c o m p l e t e d  s t u d y  w a s  o f f e r e d  to a n y  a s s o c i a t i o n  
e x F r e s s i n g  a d e s i r e  t o  r e c e i v e  o n e .  A c o p y  o f  the 
q u e s t i o n n a i r e  a n d  c o v e r  l e t t e r  a p p e a r  i n  A p p e n d i x  C .  The  
L i s t  o f  a s s o c i a t i o n s  to  w h i c h  t h e  m a i l i n g  was a d d r e s s e d  
a p e a r s  i n  A p p e n d i x  D. 
T h e  m a i l i n g  d e s i g n e d  to  a n s w e r  t h e  f i r s t  q u e s t i o n  o f  
t h i s  s t u d y  was s e n t  t o  t h i r t y - e i g h t  s t a t e  a s s o c i a t i o n s  ~f 
i n d e p e n d e n t  c o l l e g e s  a n d  u n i v e r s i t i e s .  T w e n t y - f o u r  
r e s p o n s e s  w e r e  r e c e i v e d .  S i n c e  t h a t  number  r e p r e s e n t e d  6 3  
p e r c e n t  of t h e  s t a t e  a s s o c i a t i o n s  r e c e i v i n g  the 
q u e s t i o n n a i r e ,  n o  a d d i t i o n a l  a t t e m p t s  w e r e  made t o  s e c u r e  
r e s p o n s e s  Erom s t a t e s  t h a t  d i d  n o t  r e t u r n  t h e i r  
q u e s t i o n n a i r e s .  
Three association executives responded affirmatively to 
the question, "Has your state legislature placed similar 
equal opportunity and affirmative action requirements on 
private colleges and universities?" Twenty-one states 
replied that they did not have similar state requirements. 
There was no response from fourteen states. These responses 
appear in Table 1. 
Table 1 
State Legislation Placing Equal Opportunity and 
Affirmative Action Requirements on Private 
Colleges and Universities and Citations 
Yes No No Response 
California 
(Citation: Unruh 
Civil Rights Act, 
et s e q . )  
Connecticut 
(Citation: Sec. 
10a-11 and 
l0a-llb) 
Rhode Island 
(Citation: R.I. 
General Law 
28-5.1-13) 
Alabama 
Arkansas 
Colorado 
Georgia 
Indiana 
Kansas 
Kentucky 
Minnesota 
Missouri 
Nebraska 
New Jersey 
New Mexico 
North Carolina 
North Dakota 
Ohio 
Oklahoma 
Oregon 
Pennsylvania 
South Carolina 
Texas 
Wisconsin 
Florida 
Illinois 
Louisiana 
Maryland 
Massachusetts 
Michigan 
~ississippi 
New York 
South Dakota 
Tennessee 
Vermont 
Virginia 
Washington 
:qest Virginia 
President William J. Moore, Association of Independent 
~alifornia Colleges and Universities, responded to the 
questionnaire with a letter of explanation regarding the 
legal coverage in California. President Moore wrote as 
follows: 
The best way for me to respond to your questionnaire is 
simply to inform you that California has no provision 
of law tying institutional eligibility for student aid 
(via grants to students) to EEO and AA requirenents. 
However, this state was one of the first to have EEO 
legislation, and the result for our institutions is for 
all practical purposes the same as for those in Iowa 
under your 1988 law. 
The California Statute is the Unruh Civil Rights Act, 
et. seq.--especially the Alatorre Amendments of 1978, 
which defined non-profit institutions (which includes 
all of our regionally accredited independent colleges 
and universities) as "employers" under provisions of 
the Unruh Act. There is a religious exclusion in the 
Alatorre Anendment, but it does not extend to 
independent colleges and universities with religious 
ties. 
So, although the California Student Aid Comnission 
prograps do not have a separate EEO/AA provision tying 
student aid eligibility to institutional EEO/AA 
compliance, our institutions must copply with such 
regulations as a consequence of state law which is 
unrelated to student aid. 
The complete text of the letter is included in Appendix E. 
Responding for the Connecticut Conference of 
Independent Colleges, Vice President Gloria F. Ragosta 
stated that Connecticut did have sinilar state 
regulations. She provided the following citation: Section 
10a-ll and 10a-llb. Connecticut Regulations, :3oard of 
Governors, Depart~ent of Higher Education, Chapter 185. 
Section 10a-11 reads as follows: 
strategic plan to ensure racial and ethnic diversity. 
~ i n o r i t y  advancement program. 
a )  
~ 3 e  board of governors of higher education shall. 
in consultation with the institiltions of the state 
systen of higher education and the constituent 
unit boards of trustees, develop a strategic plan, 
consistent with the affirmative action plan 
submitted to the commission on hunan rights and 
opportunities, to ensure that students, faculty, 
administrators and staff at each institution are 
representative of the racial and ethnic diversity 
of the total population of the state. For each 
instit~tion there shall be an approved plan which 
shall include goals, programs and timetables for 
achieving those goals, and a procedure to  oni it or 
annually the results of these programs and a 
procedure to take corrective action if 
necessary. The board of governors of higher 
education shall also develop policies to guide 
affirmative action officers and programs in all 
constituent units and at each institution of 
public higher education. 
( b )  The board of governors of higher education shall 
report annually to the governor and general 
ass~ably on the activities undertaken by the board 
in accordance with subsection (a) of this 
section. The report shall include institutional 
goals and plans for attaining such goals, as well 
as changes in enrollment and employment at the 
state" institutions of public higher education. 
If it is determined that an institution has failed 
to achieve the goals set out pursuant to this 
section, such institution shall develop a plan of 
corrective procedures to ensure that such goals 
are achieved, subject to the approval of the board 
of governors of higher education. The board of 
governors of higher education pay establish a 
ninority advancement prograp to reward and support 
efforts by institutions within the state s y s t e ~  of 
higher education towards weetinq the goals 
established in the strategic plan developed 
pursuant to subsection ( a )  of this section. 
Section 10a-lla related to the Connecticut college 
awareness and preparation program and described that 
program. The purpose of the program was "to develop 
linkages with public school systens targeted by the board o f  
g ~ v ~ r : > r ~ r s  Ear the  ourpsse of providing z~tbva?isz arc? skill3 
af Eirmative a c t i a n  requirements an privst? colleges an.2 
usiuersi ties, 
T h e  t h i r d  s k a t e  w h i c h  responded that it d i d  have 
coverage similar to Iowa's was Rhode  Island, RaSsrt 9 ,  
McRenna, Prssidenk, !?&lode IsEand I n d e p e n d e n t  2 l g h e r  
Educ2tion Associstlr>n, d i d  tmt r+tt.irn t ? e  questlon::aire S a t  
d i d  s e n d  ma te r i ,3Ss  w h i c h  h e  had received from t h e  2.5ode 
Island Equal Opport~~nity Office. 
The related section from Rhode Island General Law 
25-5.1, Equal Opportunity and ~ffirmative Action, appeared 
29-5.1-13 - Private Education Institutions. 
The State Equal Opportunity Office shall review all 
private educational institutions licensed or chartered 
by the state, including professional, business and 
vocational training schools. Such state licenced or 
chartered institiltions shall at the request of the 
Board of P.eyents be required to show compliance with 
the State Policy of Nondiscrimination and Affirmative 
Action in their student admissions, emplo-rment, and 
other practices as a condition of continued 
participation ig any state program of eliyibility to 
receive any Eorm of state assistance. 
Several association executives commented regarding 
state equal opportunity and affirmative action requirements 
on private higher education institutions in their states. 
David 13. Laird. Jr., President, Minnesota Private College 
Council, wrote as follows: 
Under the initial reading o f  MS 1988 ,  363.073, the 
state's independent colleges and universities would 
have Seen required to have a certificate of compliance 
signifying an approved a £ £  irmative action plan, 
Subsequent readings of the statute by the Minnesota 
Department of Human Rights indicates, however, that a 
certificate is not required. (See copy oE letter from 
Wendy Adl2r Robinson, Contract Compliance Supervisor, 
Minnesota Department of Xuman Rights.) 
Ms. Robinson's letter is included in Appendix F. 
William B. Rogers, Assistant to the President, 
Association of Independent Colleges and Universities in New 
Jersey, commented that "the pressure on us regarding 
affirmative action has come from our State Department and 
Board of Higher Zducation, not the legislature." 
Robert E. McCarthy, Wisconsin Association of 
Independent Colleges and Universities, wrote: 
1 am afraid the statement in the "Report on State 
Association Operations" concerning our state's 
requirement for affirmative action plans is a little 
misleading. Actually, we all abide by federal 
regulations. The state requirements referred to is 
limited to the Marquette University School oE 
Dentistry. (This requirement prohibits ~liscrirnination 
against any employee or applicant for employment 
because of age, race, religion, col3r, handicap, sex, 
physical condition, developmental disability. . , 
sexual orientation or national o r i g i n .  Except with 
respect to sexual orientation, the Institution further 
agrees to take affirmative action to ensure equal 
eaployment opportunities.) 
The association executives were asked if any 
legislation comparable to that of Iowa was pending in their 
state. Sighteen states responded that there was no such 
legislation pending. Seventeen states did not respond. 
 here werr no "Yes" responses. These data appear in 
Table 2 .  
Table 2 
pending State Equal Opportunity/Affirmative ~ c t i o n  
Legislation 
Yes No No Response 
Alabama 
Arkansas 
Colorado 
Georgia 
Indiana 
Kansas 
Kentucky 
Minnesota 
Missouri 
Nebraska 
!Jew Jersey 
North Carolina 
North Dakota 
Ohio 
Oklahoma 
Oregon 
South Carolina 
Texas 
Florida 
Illinois 
Louisiana 
Maryland 
Massachusetts 
Michigan 
Mississippi 
New Mexico 
New York 
Pennsylvania 
South Dakota 
Tennessee 
Vermont 
Virginia 
Washington 
West Virginia 
Visconsin 
The next question asked if "minority" was defined in 
that state, and i E  so, what that definition was. Three 
states said t h a t  their state did have a definition of 
"minority." Connecticut said their definition of "minority" 
was "~lacp, and gispanic." Missouri submitted the Eollowing 
list: 8lacks, American Indians, Hispanics, Asian Americans, 
and other similar racial minority groups (Table 3). 
Table 3 
Definition of "Xinority" 
Yes No No Response 
Connecticut 
Minnesota 
Missouri 
Alabama 
Arkansas 
Color ado 
Indiana 
Kansas 
Kentucky 
New Jersey 
Oklahoma 
Ohio 
Oregon 
Pennsylvania 
South Carolina 
Texas 
California 
Florida 
Georgia 
Illinois 
Lou is iana 
Flaryland 
Massachusetts 
Michigan 
Mississippi 
Nebraska 
New Mexico 
New York 
North Carolina 
North Dakota 
Rhode Island 
South Dakota 
Tennessee 
Vermont 
Virginia 
Xashington 
?Jest Virginia 
Wisconsin 
Minnesota quoted from Chapter 5000, Departxent of 8urnan 
Rights, Discrimination Co~plaints; Certificates, as follows: 
5000.0050 Definitions. 
Subp. 18. Minority. "Ylinority" includes: 
A .  Blacks, persons having origins of any of the 
Dlack African racial groups not of Hispanic origin; 
0 .  Sispanic, persons of Mexican, Puerto Rican, 
Cuban, Central American, South American, or other 
Spanish cultq~re or origin, regardless of r2ce; 
C. Asian and Pacific Islander, persons having 
origins in any of the original people of the Far East, 
Southeast Asia, the Indian subcontinent, or the Pacific 
Islands; and 
D. American Indian or Alaskan Native, persons 
having origins in any of the original peoples of North 
America and maintaining tribal affiliations through 
nemhership and participation or community 
identification. 
Pennsylvania commented that "Federal definitions f r , , ~  
IPEDS [Integrated Post-Secondary Education Data Survey] 
(KEGIS) [~igher Education General Information Survey] were 
used." The Kentucky association executive commented, 
"Kentucky has struggled with this problem but the 
preponderance of 'disadvantaged' whites in Appalachia has 
complicated the process. We, therefore, use Federal 
definitions and a strong concern for disadvantaged people." 
The association executives were informed that the study 
described in the questionnaire which they received would 
gather information on the salient characteristics of 
affirmative action coordinators in the Iowa independent 
colleges and universities. They were asked i f  such a study 
had Seen done in their state. The responses to that 
question appear in Table 4, showing that none of the 
execotives was aware of a sinilar study in his/her state. 
Table 4 
Study of Characteristics of Affir~ative 
Action Coordinators 
Yes No No Response 
Alabama 
Arkansas 
Color ado 
Connecticut 
Georgia 
Indiana 
Kansas 
Kentucky 
Minnesota 
Missouri 
New Jersey 
North Carolina 
Ohio 
Oklahoma 
Pennsylvania 
South Carolina 
Texas 
California 
Illinois 
Louisiana 
idaryland 
?lassachusetts 
Michigan 
Mississippi 
Nebraska 
New Mexico 
New York 
North Dakota 
Oregon 
Pennsylvania 
Rhode Island 
South Dakota 
Tennessee 
Vermont 
Virginia 
idashington 
West Virginia 
Nisconsin 
Question 2 of the study was three part in nature. The 
three parts of the question were: 
2-A, What are the salient characteristics of the 
affirmative action coordinators at the 
independent colleges and universities in Iowa? 
2-8. What are the duties and responsibilities of these 
affirmative action coordinators? 
2-C. Are there significant differences bctween the 
male and the female affir~ative action 
coordinators in the following areas: 
1. Their perceptions of their power to bring 
about change in their institutions, 
2 .  Their commitaent to affirmative action, 
3 .  !Their perceptions of the impact of 
affir~ative action requirements on their 
institutions, and 
4. Is there a correlation between the 
affirmative action coordinatorsq perception 
of their power to bring about change in their 
institutions and their commitment to equal 
opportunity and affirmative action? 
To answer the above questions, a questionnaire was 
mailed to the affir~ative action coordinator in each of the 
twenty-eight colleges and universities which were members of 
the Iowa Association of Independent Colleges and 
Universities. All twenty-eight quetionnaires were conpleted 
and returned. The questionnaire and cover letter are 
included in Appendix G. The rce~bers of the Iowa Association 
of Independent Colleges and Universities are listed in 
Appendix H. 
Responses from the affirmative action coordinators 
provided the data to answer Question 2-A, "What are the 
salient characteristics of the affirmative action 
coordinators at the independent colleges and universities in 
Iowa?" The responses showed that there was a fairly even 
split in the sex of the aEEirvative action coordinators. 
Twelve males, 43 percent, and sixteen females, 57 percent, 
were responsible for affirnative action coordination at 
their schools (Table 5). 
Table 5 
characteristics of Affirmative Action Coordinators 
Characteristic Number % 
Sex 
-
Male 
Female 
Race 
-
Hispanic 
Black 
White (not Hispanic) 
Age {Range  2 3 - 7 0 )  
20-34  
35-50 
Over 50 
No Response 
Education 
High School/Associate 
BA/BS 
Masters 
JD/PhD 
No Response 
The affir~ative action coordinators were found to be 
overwhelningly of the w h i t e  (not Xispanie) race. Their age 
range was from twenty-three to seventy. Sixty-four percent 
were over thirty-five years of a g e .  Five people did not 
respond to that item on the questionnaire. 
57 
The range i n  educat ional  background was from h i g h  
school  graduat ion  or a s soc ia te  degree t o  various terminal  
degrees  held by f i v e  people. One person responded t h a t  she 
held both a  law degree and a  Ph.D. The n a j o r i t y ,  
68 pe r cen t ,  held e i t h e r  a  baccalaureate or a  master ' s  
degree .  
The a f f i r m a t i v e  ac t ion  coordinators ,  f o r  the most p a r t ,  
held h i g h  l e v e l  adminis t ra t ive  pos i t ions  i n  t h e i r  
i n s t i t u t i o n s .  The group included e igh t  vice p r e s iden t s ,  
t h i r t e e n  deans o r  d i r e c t o r s ,  and three  who held the t i t l e s  
of  o f f i c e r ,  t r e a s u r e r  o r  r e g i s t r a r ,  respect ive ly .  One v i c e  
p r e s i d e n t  was the  execut ive vice pres ident  and dean of the  
f a c u l t y  for  h i s  school .  Together these adminis t ra tors  
r epresen ted  8 6  percent  of the t o t a l  group  able 6 ) .  
Table 6 
Job Levels by T i t l e s  
-- - 
J o b  T i t l e  Number % 
Vice Pres ident  
Dean or Direc tor  
Professor/Department Chair 
O f f i c e r ,  Treasure r ,  Regis t rar  
A s s i s t a n t  Busincss ~ a n a g e r /  
Personnel Ass i s t an t  
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Only two affirmative action coordinators identified 
themselves as faculty members. B o t h  were women and both 
were  tenured professors. Both were long-time f a c u l t y  
members at t?eir schools and one was a department chair, 
The other two coordinators, both female, held the 
titles of assistant business manager and personnel 
assistant, respectively. The assistant business nanager was 
also the oldest respondent at age seventy. She reported 
that she had twenty-five years of administrative 
experience. The personnel assistant, who did not give her 
age, reported that she had three years of administrative 
experience. She was not the chief affirmative action 
officer on her campus. She reported to the top affirmative 
action officer, a white male whose title was vice president 
for business affairs. 
&lost of the people who responded to the questionnaire 
identified themselves as the top affirmative action 
coordinator on their campus. Twenty-six people, 93 percent 
of the group, answered that they held the top affirmative 
action position. Only two people, 7 percent, answered that 
they did not have that responsibility. 
The ways in which the individuals Seca~e the 
affirmative action coordinators were quite si~ilar. Twenty- 
four people, 86 percent, were already full-tine employees of 
the institution before they were named affirmative action 
coordinators. One person was employed part time at the 
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college and three were hired after the position had received 
the affirmative action responsibilities. 
The coordinators were asked, "Were you given a 
reduction in other job duties in order to handle the 
affirmative action role?" Twenty-six people, 93 percent, 
responded that they did not receive any reduction in other 
duties. One person said that she was given a reduction and 
one person did not reply to the question. 
The coordinators were asked if they had requested or in 
any way sought the affirmative action assignment. Three 
people reported that they did seek the assignment while 
twenty-four individuals ( 8 6  percent) replied. that they had 
not sought it. 
The coordinators were also asked what amount of time 
they were to spend on the affirwative action 
responsibilities, whether those duties were considered a 
promotion, and whether or not they received an increasp in 
pay for assui~.ing the additional duties. The responses to 
the above questions appear in Table 7. 
As Table 7 shows, 43 percent of the coordinators were 
spending or expected to spend less than 10 percent of their 
tine on affir~ative action matters. Seven people, 25 
percent of the group, did not respond to that question. 
Since almost all of the coordinators were alre3dy full-tine 
employees, any time spent on affirmative action was in 
addition to their full-time load. 
Table 7 
Affirmative Action Assignment 
Item Number 8 
Amount of Time 
1 to 9% 
10 to 25% 
More than 25% 
No Response 
Promot ion 
Yes 
No 
No Response 
Pay Increase? 
Yes 
No 
No Response 
When asked if their assignment as affirmative action 
coordinator was considered a promotion, only one person 
responded that it was. Two people reported that they had 
received a pay increase when the aEfirrative action duties 
were assigned to them. A total of twenty-six people, 93 
percent of the group, either did not receive a pay increase 
for assuming those duties o r  did not respond to the 
quest ion. 
T h e  affirmative action coordinators dere asked how many 
years of administrative experience they had and how many 
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y e a r s  they had been employed at their present college or 
university. Table 8 reports that about 3alf of t h e s e  
individuals had fewer than ten years of administrative 
experience but ten people, representing 34 percent of the 
group, had twenty or more years. The range for the years of 
administrative experience was a wide one, from under one 
year to thirty years. 
Table 8 
Administrative Experience and Time at Same School 
Item Nunber 8 
Years of Administrative Experience 
Range: 0 to 30 
0 to 9 
10 to 19 
20 to 29 
30 or More 
Years at Same School 
Range: 0 to 33 
0 to 9 
10 to 19 
20 to 29 
30 or More 
Fifty-seven percent of the group had been at their 
present institgtion for fewer than ten years. Four people, 
however, had been employed at the same school for twenty or 
more years. Again the range was a wide one, from under one 
year to thirty-three years. The longest term enployee was a 
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minority male holding the title of vice presideot of his 
institution. Obviously he had been hired long before 
affirmative action was an issue. 
It was clear from the responses shown on Table 8 that 
this group of people included many who were experienced 
administrators. Fifty-one percent had ten or more years of 
experience with four of those fifteen individuals having 
nore than thirty years of ad~inistrative experience. 
They were also long-term employees at their schools, with 
43 percent having been employed at the same school for ten 
or more years, and 12 percent for twenty or nore years. 
Part 2-B of the study posed the question, "What are the 
duties and responsibilities of these affirmative action 
coordinators?" To gather data to answer that question, ten 
duties and responsibilities were listed and the affirmative 
action coordinators were asked to answer "Yes" if they were 
responsible for all or part of the item listed and "No" if 
they did not have any responsibility for it. 
Table 9 lists the ten items relating to the duties and 
responsibilities of affirmative action coordinators and 
reports the nuRber and the percentages oE the "Yes" 
responses. The responses indicated remarkable uniformity 
anong the various schools in the tasks and responsibilities 
assigned to the affirmative action coordinators. Eight of 
the ten items received an 80 percent or higher "Yes" 
response. Almost all of the coordinators ( 9 6  percent) 
performed the tasks described in Items 1, 7, and 9, while 
Table 9 
~ u t i e s  and Responsibilities of the Surveyed 
Affirmative Action Coordinators 
Item 
"Yes" Response 
Number 8 
1. Oversight of developing, 
implementinq, monitoring, 
and reporting EEO/AA 
2. Maintaining and updating college- 
wide basic data files 22 
3. Coordinating preparation of 
utilization, salary analysis and 
personnel ~obility system 
4. Receiving and assessing reports 
on recruitrent, hiring, r~obility, 
attrition, and overall affirnative 
action progress 23 
5. Preparing and presenting reports 
to equal opportunity councils or 
committees 22 
6 .  Serving as liaison between the 
college/university administration 
and interest groups in the 
institution 20 
7. Preparing EEO/AA annual reports 26 
8. Overseeing development of policy 
statements, and internal and 
external comnunication 
9 .  Keeping relevant administrative 
offices of the college/university 
inforrned of developments in 
EEO/AA areas 2 6  
10. Serving on the college/ 
university affirmative action 
cornmi ttee 27  
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a l l  t w e n t y - s e v e n  r e s p o n d e n t s  r e p o r t e d  t h a t  t h e y  s e r v e d  o n  
t h e  s c h o o l ' s  a f f i r m a t i v e  a c t i o n  committee. T h e s e  r e s p o n s e s  
r e p r e s e n t e d  a lmost  c o m p l e t e  a g r e e m e n t  o f  t h e  Iowa 
c o o r d i n a t o r s  w i t h  t h e  m o d e l  l i s t  of d u t i e s  a n d  
r e s p o n s i b i l i t i e s  d e s c r i b e d  i n  C h a p t e r  3. 
P a r t  2-C o f  t h e  s t u d y  p o s e d  f o u r  h y p o t h e s e s  w h i c h  
r e l a t e d  to  t h e  a t t i t u d e s  a n d  p e r c e p t i o n s  of t h e  a f f i r m a t i v e  
a c t i o n  c o o r d i n a t o r s .  The p e r s o n  was i n s t r u c t e d  t o  c h e c k  
"Yes" t o  a s t a t e p e n t  w i t h  w h i c h  h e / s h e  g e n e r a l l y  a g r e e d  or 
w h i c h  u s u a l l y  r e f l e c t e d  t h e  s i t u a t i o n  a t  h i s / h e r  c o l l e g e  or  
u n i v e r s i t y .  The  p e r s o n  was t o  c h e c k  "No" t o  s t a t e m e n t s  
w h i c h  d i d  n o t  c o r r e s p o n d  i n  g e n e r a l  t o  h i s / h e r  b e l i e f s ,  r o l e  
a s  h e / s h e  p e r c e i v e d  i t ,  o r  to t h e  s i t u a t i o n  a s  h e / s h e  knew 
i t  a t  t h a t  c o l l e g e  o r  u n i v e r s i t y .  
T h e  l i s t  o f  l a 5  s t a t e n e n t s  made up P a r t  111, A t t i t u d e s  
a n d  P e r c e p t i o n s ,  o f  t h e  q u e s t i o n n a i r e  t o  t h e  a f f i r m a t i v e  
a c t i o n  c o o r d i n a t o r s .  T h e  q u e s t i o n n a i r e  w i t h  c o v e r  l e t t e r  
appears  i n  A p p e n d i x  G o f  t h i s  s t u d y .  T h e  k e y  t o  r e s p o n s e s  
appea r s  i n  A p p e n d i x  I .  
T h e  r e s p o n s e s  t o  t h e  s t a t e m e n t s  were u s e d  t o  p r o v i d e  
t h e  d a t a  f o r  t e s t i n g  t h e  f o u r  h y p o t h e s e s  of P a r t  2 -C  o f  t h i s  
s t u d y .  T h e  r e s p o n s e s  f r o m  t h e  c o c r d i n a t o r s  a r e  s h o w n  i n  
T a b l e  1 0 .  T h e y  a r e  p r e s e n t e d  b y  g e n d e r  o f  t h e  c o o r d i n a t o r s  
s i n c e  t h e  h y p o t h e s e s  e x a m i n e d  r e l a t i o n s h i p s  b e y w e e n  t h e  
a t t i t u d e s  a n d  p e r c e p t i o n s  o f  t h e  c o o r d i n a t o r s  by s e x .  
Table 1 0  
Number of "Yes" Responses by Sex t o  Quest ionnaire  
P a r t  I T I ,  A t t i t u d e s  and  Perceptions 
(Males n = L 2 ;  Females n = l 6 )  
Quest ion N o .  Male Female Question No. Male Female 
Table  fO (continued) 
- 
Q u e s t i o n N o .  Male Female Question No. Male Female 
- 
* I n c l u d i n g  o n e  " p r o b a b l y . "  
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T w e l v e  o f  t h e  1 0 5  s t a t e m e n t s  r e c e i v e d  f i v e  o r  f e w e r  
"Yes" r e s p o n s e s  f r o m  e i t h e r  t h e  m a l e  o r  t h e  f e m a l e  
c o o r d i n a t o r s .  T h e s e  s t a t e n e n t s  w e r e  n u m b e r s  5 ,  2 1 ,  2 7 ,  3 7 ,  
3 9 ,  5 0 ,  6 4 ,  6 5 ,  7 5 ,  7 8 ,  1 0 3 ,  a n d  1 0 4 ,  T h e  number o f  "Yes"  
r e s p o n s e s  by g e n d e r  a r e  shown i n  T a b l e  l I .  
T a b l e  I I  
S t a t e m e n t s  i n  Q u e s t i o n n a i r e ,  P a r t  111, A t t i t u d e s  
a n d  P e r c e p t i o n s ,  R e c e i v i n g  F i v e  o r  Fewer  
"Yes"  R e s p o n s e s  
Q u e s t i o n  N o .  Ma le  F e m a l e  
The  smal l e s t  number  o f  t o t a l  "Yes" r e s p o n s e s  was  t o  
s t a t e m e n t  number  5 ,  w h i c h  r e a d  a s  f o l l o w s :  
I t h i n k  t h e  s t a t e  a n d  f e d e r a l  g o v e r n m e n t s  s h o u l d  be 
i n v o l v e d  i n  t h e  i n t e r n a l  a f f a i r s  a£ a  c o l l e g e  o r  
u n i v e r s i t y  b e c a u s e  o n l y  t h e  g o v e r n m e n t  can s o l v e  s o c i a l  
p r o b l e m s  l i k e  d i s c r i m i n a t i o n  a n d  unemploymen t .  
No mal-cs a n s w e r e d  "Yes"  to t h a t  s t a t e r p e n t  a n d  o n l y  two of 
t h e  s i x t e e n  f e m a l e s  d i d .  
Two o t h e r  s t a t e m e n t s  r e c e i v e d  o n l y  two "Yes"  r e s p o n s e s  
f r o r  e i t h e r  t h e  male o r  t h e  f e ~ a l e  c o o r d i n a t o r s .  T h e y  were  
n u m b e r  6 4  a n d  6 5 .  S t a t e m e n t  6 4  r e a d  a s  f o l l o w s :  
One r e a s o n  I an, s u p p o r t i v e  o f  t h e  e q u a l  o p p o r t u n i t y /  
a f f i r m a t i v e  a c t i o n  p r o g r a m  is t h a t  I h a v e  p e r s o n a l l y  
e x p e r i e n c e d  d i s c r i m i n a t i o n .  
Two males, b o t h  r a c i a l  w i n o r i t i e s ,  a n s w e r e d  "Yes" t o  t h a t  
s t a t e m e n t .  S e v e n  o f  t h e  s i x t e e n  women marked  " Y e s "  i n  
r e s p o n s e  t o  t h a t  s t a t e m e n t .  
S t a t e m e n t  65  r e a d  a s  f o l l o w s :  
One r e a s o n  I c a n  be e f f e c t i v e  i n  t h i s  j o b  is b e c a u s e  
t h i s  i n s t i t ~ t i o n  h a s  p r o v i d e d  m e  w i t h  s u f f i c i e n t  s t a f f  
a n d  s u p p o r t  s e r v i c e s .  
S e v e n  m a l e s  a n s w e r e d  "Yes" t o  t h a t  s t a t e m e n t  w h i l e  o n l y  t w o  
f e m a l e s  d i d  so. One a d m i n i s t r a t o r  commented ,  "Always  n e e d  
m o r e , "  w h i l e  a n o t h e r  s a i d ,  "Yes, b u t  i n  a n o t h e r  c a p a c i t y . "  
A n o t h e r  r e s p o n d e n t  p o i n t e d  out t h a t  t h e  a f f i r r . a t i v e  
a c t i o n  p r o g r a m  a t  h i s  i n s t i t u t i o n  h a d  b e e n  e s t a b l i s h e d  
s e v e r a l  y e a r s  p r i o r  t o  t h e  p a s s a g e  o f  t h e  s t a t e  r e g u l a t i o n s  
i n  1 9 8 8 .  He w r o t e :  
I t  [ t h e  q u e s t i o n n a i r e ]  assumes t h a t  o u r  n r o g r a m  i s  j u s t  
g e t t i n g  off t h e  g r o u n d  when,  i n  f a c t ,  i t  h a s  b e e n  i n  
p lace  f o r  many y e a r s .  Our f a c u l t y  a n d  a c J n i n i s t r a t i v e  
s t a f f  h i r e s  r e f l e c t  A4- -abou t  5 0 %  women. Our p r o g r a r .  
i s  low k e y  a n d  p r o d u c e s  r e s u l t s  r e q u i r i n g  o n l y  a 
" w a t c h d o g "  a c t i v i t y  o n  my p a r t .  
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~ypothesis 1 was stated as follows: There is no 
significant difference between the male and female 
affirmative aetion coordinators in their perception of their 
power to bring about change in their institutions. 
The t-test results were as follows: 
Variable: Power 
Nunber of cases, Group 1 (Male) : 12 
Number of cases, Group 2 (Female): 16 
Group 1 
Group 2 
Standard Standard 
Mean 
- Deviation Error 
31.0000 2.000 .577 
26.3750 7.098 1.775 
F value 2-tail Probability 
1 2 . 6 0  . O O O  
Separate Variance Estimate 
t-value Deqrees of Freedom 2-tail Probability 
2.48 18.07 .023 
For this population, males felt significantly more 
powerful to bring about change in their institutions. The 
null hypothesis was rejected. 
Hypothesis 2 stated: There is no significant 
difference between the nale and ferrale affirmative action 
coordinators in their commitment to affirmative action. 
The t-test results were as follows: 
Variable: Commitment 
Number of cases, Group I (Male): I2 
Number of cases, Group 2 (Female) : 16 
Standard Standard 
Mean 
- Deviation Error 
Group 1 
Group 2 
F value 2-tail Probability 
1.16 - 7 7 5  
Pooled Variance Estimate 
t-value Deqrees of Freedom 2-tail Probability 
For this p o p u l a t i o n ,  the difference between the male 
and female affir~ative action coordinators in their 
commitment to affirmative action was not significantly 
different. The null hypothesis was sustained. 
Hypothesis 3 stated: There is no significant 
difference between the male and female affirmative action 
coordinators in their perception of the inpact of 
aEEirmative action on their college or university. 
The t-test results were as follows: 
Variable: Inpact on Institution 
Number  of cases, Group 1 (Male) : 12 
Number  of cases, Group 2 (Fenale) : 16 
Standard Standard 
Mean 
- Deviation Error 
Group I 
Group 2 
F value 
Pooled Variance Estimate 
t-value Degrees of Freedom 2-tail Probability 
- . 5 2  26 .610 
For this population, the difference between the male 
and female affirnative action coordinators in their 
perception of the i~.pact of affirmative action on their 
college or university was not significantly different. T h e  
null hypothesis was sustained. 
Hypothesis 4 was stated as follows: There is no 
correlation between the affirmative action coordinators' 
perception of their power to Sring about change in their 
institutions and their conmitment to affirmative action. 
For this population there was a positive correlation 
( r  = . 4 7 1 6 ,  p < . 0 0 6 ) ,  between the affirmative action 
coordinators' perce2tion of their power to bring about 
change in their instit:~tions and their commitment to 
affirmative action. The null hypothesis was rejected. 

CHAPTER 5 
Sunmary, Conclusions and I~plications, and Reconmendations 
Surnmar y 
 he first question to be answered by this study was 
whether states ot3er than Iowa had established affirnat ive 
action requirements Eor their independent colleges and 
universities. Responses from the executives of state 
associations of independent colleges and universities 
revealed three states which claired to have regulations 
similar to those in Iowa. Those states were California, 
with very comprehensive coverage; Connecticut, with some 
coverage under the 3oard of Governors' Strategic Plan to 
Ensure Xacial and Ethnic Diversity (identified as "Minority 
Advancement Proqran"); and Rhode Island, with limited 
coverage, 
The second question to be answered by the study was, 
"What are the salient characteristics of the affirmative 
action coordinat~rs in independent colleges and universities 
in Iowa and what are the significant differences, if any, 
between the male and female coordinators?" To answer this 
multi-part question, a questionnaire was sent to the twenty- 
eight affirmative action coordinators at the institutions 
which were me~bers of the Iowa Association of ~ndependent 
Colleges and Universities. Their responses, which were 
presented in detail in Chapter 4, showed more similarities 
than differences between the female and male coordinators. 
I A significant difference, however, was that the males 
perceived themselves as having more power to bring about 
change in their institutions than did the female 
coordinatqrs. 
Conclusions and Implications 
The fact that only three other states responded that 
~ their independent colleges and universities were covered by 
state regulations which required them to take affirmative 
action in their employment practices raised questions about 
the background of Iowa's requirements. ~alifornia, the 
state with the 'longest ?istory of this requirement, noted 
that "institutional eligibility for student aid (via grants 
to students) is not tied to equal employment opportunity and 
affirmative action requirements, but the result for our 
institutions is for all practical purposes the same as for 
t h o s e  in Iowa under your 1988 law. '1  1 
"here is little comparison between California and Iowa 
that would suggest that the problems of 2mployqent of racial 
minorities are sinilar in the two states. Certainly the 
numbers are not similar. California has 3 large and 
increasing number of racial minoriti~s, including Slacks, 
Asians and others. Iowa's number of racial rnin.3rities 
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amounts to only 2.6 percent of the state's population, 
according to Bureau of the Census data as of July 1, 1985, 
the most recent available figures. 
The small number of states reporting affirmative action 
requirements similar to Iowa's stimulated speculation about 
the reasons for the action of t h e  Iowa General Assembly. 
Several possible explanations occurred to the researcher. 
Iowa lawmakers may have considered the affirmative action 
regulation to be a continuation of the state's efforts to 
assure fair and equal treatment of its citizens. The 
legislative action may have been part of a public policy 
shift from federal to state initiatives, influenced by the 
reduction in funding from the federal government and an 
apparent retrenchment in the federal enforcement of civil 
rights laws. A simpler explanation was offered in an 
informal conversation with a state employee who commented, 
"I think it was put on because the state was requiring the 
Regents' schools to have these requirements and it was only 
fair for the private schools to have them, too, since they 
receive state money. " 
Despite the lack of accurate information regarding the 
motivation for and legislative intent of the 1988 
affirmative action requirements, the independent colleges 
and universities surveyed for this study responded quickly 
and appropriately. For some schools, the affirmative action 
efforts represented a new challenge. Other institgtions 
continued their programs based on federal guidelines and, as 
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of July 1, 1988, mandated by state law. All twenty-eight of 
the colleges and universities included in this study had 
appointed affirmative action coordinators. A response to 
the survey questionnaire addressed to the coordinators was 
received from every school, This 100 percent response 
indicated the coordinators' commitment to their new or 
ongoing responsibility, or at least their willingness to 
cooperate with a research project relating to affirmative 
action. 
Data from the coordinators revealed very few 
differences in the educational backgrounds or job duties of 
the male and fen.ale coordinators. The males tended to hold 
higher administrative positions. Of the eight vice 
presidents who had been named as affirmative action 
coordinators, seven were male and one was female. Four 
respondents identified themselves as racial minorities; two 
were black and two were Hispanic. This group was considered 
too small to allow a meaningful comparison with any other 
group. The administrative levels of the four racial 
minority persons were high; two were vice presidents and two 
were directors, 
The statistical comparisons in the study were between 
males and females. The nunbers of the two groups were 
fairly equal, with twelve coordinators being male and 
sixteen females. The comparison between the sexes was not 
done just because of the fairly equal numbers, however. 
Conventional wisdom had viewed white males as disinterested 
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i n  o r  a n t a g o n i s t i c  t o  a f f i r m a t i v e  a c t i o n .  The  r e s u l t s  of 
t h e  c o m p a r i s o n s  d i d  n o t  b e a r  o u t  t h e  v i e w  t h a t  m a l e s  w e r e  
not s u p p o r t i v e  o f  a f f i r m a t i v e  a c t i o n .  
T h e  f i r s t  o f  t h e  four  h y p o t h e s e s  s t a t e d  t h a t  t 5 e r e  is  
no s i g n i f i c a n t  d i f f e r e n c e  b e t w e e n  t h e  male a n d  f e m a l e  
a f f i r m a t i v e  a c t i o n  c o o r d i n a t o r s  i n  t h e i r  p e r c e p t i o n  of t h e i r  
p o w e r  to  S r i n g  a b o u t  c h a n g e  i n  t h e i r  i n s t i t u t i o n s .  T h i s  
h y p o t h e s i s  was t h e  only one o f  t h e  t h r e e  to  show a 
s i g n i f i c a n t  d i f f e r e n c e  b e t w e e n  t h e  s e x e s .  I n  t h i s  c a s e ,  t h e  
n a l e s  p e r c e i v e d  t h e i r  power t o  b r i n g  a b o u t  c h a n g e  i n  t h e i r  
i n s t i t u t i o n s  as  s i g n i f i c a n t l y  h i g h e r  t h a n  t h e  f e m a l e s  
p e r c e i v e d  t h e i r s  t o  b e .  T h e i r  p e r c e p t i o n s  a p p e a r e d  to  b e  
based upon t h e  r e a l i t y  o f  t h e i r  a d m i n i s t r a t i v e  l e v e l s .  The  
males h e l d  a d m i n i s t r a t i v e  p o s i t i o n s  of g r e a t e r  i n s t i t u t i o n a l  
power t h a n  d i d  t h e  females. 
Perception of power t s  b r i n g  about change i n  an 
i n s t i t u t i o n  is based upon b o t h  o b j e c t i v e  and  s u b j e c t i v e  
factors. While the  male c o u r d i n a t o r s  o u t r a n k e d  t h e  females 
i n  t h e  a d m i n i s t r a t i v e  p o s i t i o n s  t h e y  h e l d ,  a number of the 
female coordinators also held p o s i t i o n s  t ha t  s h o u l d  p r o v i d e  
t h e m  w i t h  c o n s i d e r a b l e  power and a u t h o r i t y ,  S o w  of t h e  
d i f f e r e n c e s  b e t w e e n  t h e  males and f e m a l e s  i n  t h e i r  
p e r c e p t i o n  of power may be a t t r i b u t a b l e  t o  the  traditional 
d i f f e r e n c e s  b e t w e e n  t h e  male and the fernale roles i n  
s o c i e t y .  
Some k i n d s  of power  o t h e r  t h a n  institstional l e v e l  
appeared to be e v i d e n c e d  i n  t h e  r e s p o n s e s  and comments 
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was the power of legal knowledge and training while another 
was the power of holding tenured faculty stat~s. Regarding 
whether or not the coordinator had the authority to stop the 
hiring process of a Eaculty member or administrator, one 
woman wrote the following comment: "I could stop it--but I 
could be overruled, I think--but then I would go to the 
President and probably win." The certainty oE presidential 
support and direct access to h i m / h e r  was crucial in the 
perception oE the coordinators' power as evidenced by 
several write-in comments. 
These comments regarding power (although the word was 
not used) appeared to be in agreement with the definitions 
and analysis of power in Pfeffer's book, Power in 
Orqanizations, as he wrote, 
Although individual skills and strategies can 
certainly affect the amount of power and the 
effectiveness with which it is used, power is 
first and foremost a structur 1 phenonenon, and 
should be understood as such. P 
While some of the coordinators held "powerful" positions in 
the institution, the role of the affirmative action 
coordinator did not appear to be one of power per se in the 
institution. 
To more clearly understand the power--or possibly 
influence is a nore accurate term--of the affirmative action 
coordinator, it was necessary to review VanderKaerdtls 
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book. In it, VanderWaerdt stressed the educational aspect 
of the role and the need to be a part of the institution9s 
system., She wrote: 
A director acting in an official capacity is part 
of the systea--not a zealot trying to change the 
system from the outside. A significant part of 
the director's job involves working creatively 
within the views of high-ranking academic 
administrators and if necessary, discovering the 
means to gradually adjust these iews for better 
harmony with affirmative action. !L 
The Iowa affirmative action coordinators appeared to know 
their institutions' systems well and to work comfortably 
within them. 
The second hypothesis postulated that there is no 
significant difference between the male and female 
affirmative action coordinators in their co~mitment to 
affirmative action, This hypothesis was sustained, Of the 
results of the first three hypotheses, this one appeared to 
be the vost subject to argument and speculation. In this 
group, however, the males and females responded positively 
in alvost identical numbers to the state~ents defined as 
relating to commitment to affirmative action. 
The third hypothesis was that there is no significant 
difference between the male and female affirmative action 
coordinators in their perception of the impact of 
affirmative action on their college or university, The 
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finding was that there was no significant difference between 
the two groups in this area. The respondents had many 
similarities. Host were experienced administrators or long- 
time faculty members who were well acquainted with higher 
education institutions. This similarity in backgrounds and 
professional experience could account for their similar 
responses regarding the impact of affirmative action on 
their institutions. 
The fourth hypothesis was that there is no correlation 
between the affirmative action coordinators' perception of 
their power to bring about change in their institutions and 
their commitment to affirmative action. Results showed a 
positive correlation between perception of power to bring 
about change and commitment to affirmative action. These 
results might be useful to schools in their efforts to 
select the most effective person to head their affirmative 
action program. It would appear that the person should hold 
a high administrative position and/or a secure faculty 
position and have direct access to a supportive president in 
order to perceive him/herself as having the power to bring 
about change in the institution. This correlation between 
perception of power to bring about change and commitvent to 
affirmative action does not mean that every powerful 
administrator or faculty menber is committed te affirmative 
action. The relationship between power and commitment needs 
further study and careful interpretation. 
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Some statements in Part I11 of the questionnaire to the 
coordinators received very few "Yes" responses. 3ne such 
statenent read as follows: 
5. I think the state and federal governments 
should be involved in the internal affairs of 
a college or university because only the 
governpent can solve social problems like 
discrimination and unemployment. 
This low positive response may mean that in the opinion of 
the coordinators, the state and federal government should 
not be involved in the internal governance of a college or 
university, at least not in an attempt to solve social 
problens. Since these were experienced administrators and 
faculty members, they would be aware of the extensive 
involvement of state and federal governments in the policies 
and practices of educational institutions. 
The responses to Statement 64 regarding support of 
equal opportunity/affirmative action programs because of 
having personally experienced discrininat ion revealed a low 
number of coordinators who said they had been discriminated 
against. Only two males answered "Yes" to that statement. 
Both of those nales were members of racial ~inority 
groups, Seven of the sixteen women marked "Yes" in response 
to that statement, possibly indicating a lack of sensitivity 
to t h o  issue of sex discrimination. 
The response of the Iowa independent coll~~ges and 
universities to the state affirmative action mandate was 
commendable. The coordination of the affirmative action 
programs was assigned to high level and, for the most part, 
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experienced administrators or faculty members. Those 
individuals accepted this additional duty, for which most 
received no additional pay, with a high level of commitment 
to the endeavor. While their commitment to their role as 
change agents on their campuses was clear, it was also 
evident that the coordinators realized that the leadership 
of a supportive president was necessary to bring about 
lasting change. 
Recommendations 
While the two questions posed in this study were 
answered, research on the following topics could prove to be 
useful in the development of successful affirmative action 
programs, not only in Iowa but in other states as well. 
1. Conduct focus groups and individual interviews on 
campuses to determine the perceptions of the role 
of the affirmative action officer and program. 
Using information from these sessions, design a 
strategy to increase the visibility and 
effectiveness of the affirmative action program and 
coordinator. 
2 .  Designate a position in the Iowa College Aid 
Commission to provide technical assistance and 
training to the educational institutions under its 
jurisdiction to aid them in the development and 
implementation of their equal employment 
opportunity/affirmative action programs. 
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3 .  Compile statistics showing the costs of equal 
opportunity/affirrnative action programs in higher 
education institutions, with a comparison between 
independent and public-supported institutions. 
4. Establish a longitudinal study beginning with the 
1987-1988 academic year, of the composition by race 
and sex of the faculty and administrative staffs of 
the independent colleges and universities in Iowa. 
5. Conduct a research project b explore the 
relationship between the perception of power to 
bring about change and commitment to affirmative 
action. 
6. Develop a set of competencies required for an 
effective aEfir~.ative action coordinator and design 
an educational program to build those competencies. 
BIBLIOGRAPHY 
BIBLIOGRAPHY 
Books 
Adams, Spike, and Nancy Barber. 1 9 7 5  Affirmative Action 
Recruitment Directory: Human Resources in Higher 
Education. Boulder, CO: Western Interstate Commission 
for Higher Education, 1 9 7 5 .  
Bacharach, B., and E. J. Lawler. Power and Politics in 
Organizations. San Francisco: Jossey-Bass, Inc., 
1980. 
Blackstone, William T., and Robert De Heslep, eds. Social 
Justice and Preferential Treatment: Women and ~ a c i a l  
Minorities in Education and Business. Athens: ~ n i v .  
of Georgia Press, 1977. 
Bulwik, Helen C., and Suzanne R. Elicks. Affirmative Action 
for Women: Myth and Reality. Berkeley: Univ. of 
California, Institute of Business and Economic 
Research, 1972. 
Cope, Thorn X. Executive Guide to Employment Practices. 
Lincoln, NE: Media Publishing & Marketing, 1984. 
Eastland, Terry, and William J. Bennett. Countinq by 
Race: Equality from the Founding Fathers to Bakke and 
Weber, New York: Basic Books, 1979. 
Farley, Jennie. Affirmative Action and the Woman Worker: 
Guidelines for Personnel Management. New York: 
AMACOM, 1979. 
Fleming, John E., Gerald R. Gill, and David H. Swinton. 
The Case for Affirmative Action for Blacks in Hiqher 
Education. Washington: Howard Univ. Press, 1979. 
Flexner, Stuart Berg, ed. The Random House Dictionary of 
the E n q l i s h  Languaqe. 2nd ed. New York: Random 
House, 1987. 
Foxley, Cecelia H. Locatinq, Recruitinq and Elplovinp 
Women: An Equal Opportunity Approach. Garrett Park, 
MD: Garrett Park Press, 1976. 
Fullinwider, Robert K. The Reverse Discrimination 
Controversy: A Moral and Leqal Analysis. 
Totowa, NJ: Rowman & Littlefield, 1980. 
Glazer, Nathan. Affirmative Discrimination: Ethnic 
Inequality and Public Policy. New York: Basic Books, 
1975. 
Goldman, Alan H. Justice and Reverse ~iscrirnination. 
Princeton, NJ: Princeton Univ. Press, 1979. 
Gross, Barry R. Discrimination in Reverse: Is Turnabout 
Fair Play? New York: New York Univ. Press, 1978. 
Haro, Robert P. Affirmative Action in Hiqher Education: A 
Selected and Annotated Biblioqraphy. Monticello, f L :  
Council of Planning Librarians, 1977. 
Jonqeward, Dorothy, Drew Scott, and Contributors. 
- AEfirmative Action for Women: A Practical Guide. 
Reading, MA: Addison-Wesley, 1973. 
Kotter, John P. Power and Influence. New York: Free 
Press, 1985. 
Levin-Epstein, Michael D. Primer of Equal Employment 
Opportunity. 3rd ed. Washington, D.C.: Bureau of 
National Affairs, 1984. 
Maquire, Daniel C. A New American Justice. Garden City, 
NY: Doubleday, 1980. 
O'Neill, Timothy J. Bakke and the Politics of Equality: 
Friends and Foes in the Public School of Litiqation. 
Scranton, PA: Harper & Row, 1984. 
Pfeffer, Jeffrey. Power in Orqanizations. Marshfield, 
MA: Pitman, 1981. 
Schwartz, Bernard. Behind Bakke: Affirnative Action and 
the Supreme Court. New York: New York Univ. Press, 
1988. 
Shulman, Steven, and William Darrity, Jr., eds. The 
Question of Discrimination: Racial Inequality in the 
United States Labor Market. Middletown, CT: Wesleyan 
Univ. Press, 1989. 
Simmons, Ron. Affirmative Action: Conflict and Chanqe in 
%her Education After Bakke. Cambridge, MA: 
Schenkman, 1982. 
Smelser, Neil J., and Robin Content. The Chanqinq Academic 
Market: General Trends and a Berkeley Case Study. 
Berkeley: Univ. of California Press, 1980. 
Sowell, Thomas. Af f irmative Act ion Reconsidered: Was it 
Necessary in Academia? Washington, DC: American 
Enterprise Institute for Public Policy Research, 1975. 
VanderWaerdt, Lois. A £  f irmative Action in Hiqher Education. 
New York: Garland, 1982. 
Washington, Valora, and William Harvey. Affirmative 
Rhetoric, Neqative Action: African-American and 
Hispanic Faculty at Predominantly White Institutions. 
Washington, DC: Nashington Univ., 1989. 
Zimmer, Michael J . ,  Charles A. Sullivan, and Richard F. 
~ichards. cases and Materials on Employment 
Discrimination. Boston: Little, Brown, 1982. 
Other Sources 
Affirmative Action Data for Iowa, 1980 Census Data. 
Des Moines: Department of Employment Services, Labor 
Market Information Unit. 
Affirmative Action Plan 1988-1989. Iowa City: Univ. of 
Iowa, Office of Affirmative Action. 
Affirmative Action Update of Utilization, Availability, 
Goals and Timetables. Ames: Iowa State Univ., 
Affirmative Action Office, 1988. 
"An Investment in Iowa's Future." Des Moines: Iowa 
Association of Independent Colleges and Universities, 
n.d. 
Carkeek, Susan, Dick Cottrill, Ruth Howard McKinnis, Cliff 
Robinson, and Audrey Smith. A Practical Guide to the 
Employment Function. Washington, DC: College & 
University Personnel Association, 1988. 
Carnegie Foundation for the Advancement of Teaching. Making 
Affirmative Action York in Hiqher Education, An 
Analysis of Institutional and Federal Policies with 
Recommendations, A Report of the Carnegie Council on 
Policy Studies in Higher Education. Sen Francisco: 
Jossey-Bass, 1975. 
Code of Iowa, Chapter f 9 B ,  1989. 
EEO Policies and Programs. Personnel Policies Forum Survey 
No. 141. Washington, DC: Bureau of National AEfairs, 
1986. 
"Enployvent Practices in Academe. 'I Washing ton, DC: 
A~erican Association of Higher Education, 1979. 
The Equal Employment Opportunity Act of 1972. Washington, 
DC: Bureau of National AEfairs, 1973. 
Essential Personnel Practices. Washington, DC: College 
and University Personnel Association, 1983. 
F a i r  Employment Practices, Policy and Practice Series. 
Washington, DC: Bureau of National Affairs. 
Giesecke, Hans, e d .  Report on State Association Operations 
1989-1990. Washington, DC: National Institute of 
Independent Colleges and Universities, 1989. 
Ginsburg, Gilbert J. Bases for Claims. Course Manual, 
Equal Employment Claims and Litigation. Washington, 
DC: Federal Publications, 1978. 
Glossary of Affirmative Action Terminology. Washingt~n, 
DC: Bureau of National Affairs, 1985. 
Green, Ronald M., et al. Government Contracts and 
Grants. Course Manual, Equal E~ployment Claims and 
Lititation. Washington, DC: Federal Publications, 
1978. 
Kemerer, Frank R., R. Frank Mensel, and J. Victor 
Baldridqe. "The Twilight of Infornal Faculty Personnel 
Procedures." The Journal of the Colleqe & University 
Personnel Assn. 34 (Summer 1983): 12-20. 
Pearson, Jessica, ed. A Handbook of S t a t e  Laws and Policies 
Affectinq Equal R i q h t s  for gomen in Education, Equal 
Rights for Women in Education Project, Ford 
Foundation. Denver, CO: Education Commission of the 
States, 1975. 
APPENDICES 
APPENDIX A 
CHAPTER 19B, EQUAL OPPORTUNITY AND AFFIRMATIVE ACTION 
1 9 8 . 1  THROUGH 1 9 8 . 8 ,  CODE OF IOWA, 1 9 8 9  
l9i1.7 Slotc conlract.; n ~ i t l  r " r v i c r s  - s:a!e ns.;ir,trtl ,110. 
E r a i n  - r!fnj~orisiiiillli~?s o l 1!13l;nr~mer;: or 
mnnngerncnt - s!.,:crtls. 
l9D 8 Snnctionc. 
i9ii.9 nnd  1311 10 !L.serveil. 
1911.11 Sc!tnol dislrlttl, nrcn ~rJi~cation ~ r r > c ; c ? ,  nrld 
n~crged n r e n  ~clinuls - dalics o l  dir~clor  u l  
r l~y i :~ i  Ltl~rnt o r  orirication. 
1913.1 1)rf i r t i t ions.  
11s uscri iri tliis ctia[;tt:r- i ~ f i l t s s  Llic co:ilcxt olhcr-  
wise requires:  
1 .  ' : 4 l / i r i ! i , 7 ! 1 ~ ! ~  i l t - i io~~" I I I ~ : ~ ! . ~ F  nclloi: ol~pr.nprin!.r! 
t o  ij:.P;-:lJnlc t i ~ r  r,lr~cts o! i!:isL r r  j ~ c x r i ' i !  p r a c t i ~ ~ ,  
. .  . I)!>iiclcs, or  o!t~c~ b :~r r ic l - s  lo cqliai erliploy:i:t::il o;r. 
porL..~i>,ity, 
,, ,,7 
- .  .5f06c rr/;c~~qy" :itc:~i;s ai> n:l'fi[:c8 ~ ) L I ~ ~ : X I I ,  (!.i,;i. 
s ic i i~,  rl~:;)ar t ~ i r r ~ i l ,  i)o:~:.d, c 3 r  ~ ~ l i ! l ~ i i i ' ~ ; i i i ~  i l l  L!IC C X C C -  
u l i v ~ ~  hrnr~cl!  o l  sl.:ric ~c~vc:; :~ne~i! . .  
i:G ilc!.:, ri; 12.15, 9220 
l 9 U . 2  Ei;u:rl n ~ ~ p o r t i ~ r i i l y  irt s l : ~ t r  c i r l l~ loy-  
r r ~ e n t  -- :\ffirrn:~li.rc nct iort .  
11 is the  poiii:? or  titi.9 s1:1tc Lo PI-uvide equ;>i 
oi>pn:.luriity in :;:ntc cinpinynnri l  to n i l  pc~so t i s .  An 
i~:i!ivic!u:ll siinll irnt bc d a r ~ i c d  cqiini access Lo slnlr. 
oi~:plo; .m~nb npporlunit ics  b c i < ? t ~ ~ c  of race,  crcct!, 
cola:-, rrtlii;iorl, rl;~tiortnl or igirl, s c x ,  ace,  or phyqicnt 
r,r i i i c ~ i t ; ~ l  iILnL11iLy. 11 nlso is Li~c 1,olic:i oT th i s  s ln lc  
c : c l - ~ c ~ r s  i l l  Llic s t : ~ t c  cn~ployiirc.i.t  zy:;tr::ii \r.iicrc Ct:osc 
r ~ c i n r t i ~ v s  :ire n;>~)roi~ri ; l tc .  'l'iiis 1:o:icy silall bc coli- 
siruc11 bt.,):~diy Lo efTccLu:t:(: its p t i r ~ i o s ~ ~ s .  
I t .  i? t i ; ?  p r ~ l i ~ i .  or tliis t : ~ L c  to pc:!n~il s j~cc in l  
: lppo i~ i l r ! :~ ,~ :~s  by liypassiril: Llic ::!;:in1 I.wting 1)rocc- 
t\i;r-cs Tor :iriq :rpl,!tin:i? ! ) I .  >ri\o:Ii L I I C  division r:T 
vocn!ionnl ri:!l:ibiii~nlici~i 01 t i , c  ri~~l>:ti.!l~ic~it or  cilil- 
c : \ L I < j : r  , ~ r  Lllc dc:j.,:t~ t~~:tsr.,l for L~.I<!  O i r r 1 1 1  CCI  tiric~ 
t!ic ap,>1iL:,~fiL'.~ c I ~ ~ i 1 1 1 1 l y  :I:\<) c<>!i1pctt!i2~~ LO p~!.r0ri11 
I!;? job. i'iic rlepnl-triitnt of li:~rr:i!l!ncl, in  cni~[?c~r.;ltioii 
\ $ , L L I I  tlrc t!clinl.tr:tcnL (or. !lie 1, l i i : i i  n i ~ d  :11c d l ~ i s i ! > ~ - i  of 
vc'~-nLi~.,r~;~i I l ~ a l > ~ ! i l : i L i o ~ ~ ,  s!i:tI, ~ i ~ ~ ~ ~ , ~ ~ l i ~ ~ ?  l l ~ r c ~ p r i a t c  
c p r t i f i ~ : ~ t i r ) r ~  ~ I I ~ o c ~ ~ ~ ~ ~ ~ I - ~ ~ ~  T l i s  pa .:ii;r:ll~!t s i o ~ l d  11at 
lit i ~ ; l c ~ r . ~ ~ r c t c t !  lo  La[- prorirotin~ln! opj~oi l u n i t l ~ z  For 
I ~ l i ~ t d  n t ~ d  p i ~ y s i c n l l  nr n ~ c r i l d i y  disnbiec! pers~-ins. IS 
tl:is pnr,ng;nph c o i ~ f l i c t ~  :vi ih any o t t ~ c r  provisioris of 
:!>is c!inplrr, !!lc provisiol!~ oiLiiis ~ inrngrnph  gcjvern. 
RG ticis, clr 12,15, $221 
1311.3 A{lrt>il~isl:.ntivc rcsponsi1)ili:ics of tlc- 
;~:irl~::cn! of pcrso1rnt:l :ind board c;i rcgct l ts .  
. . :. 
1 .  I Ilc ~!cp:i:~r!~~i~tE or  pi:r.-n~rnc; i q  ri,c;:ii:;~si!!lr rgl- 
1;1<t n c i ~ ~ ~ i i l ~ ~ ~ r a ~ i ~ t l  :1nd ~ j I ' ~ ! l . l i > ~ i ~ l ~  O [  eq:l;ll rjl!;><?rt,\u. 
riity ,311d ;j[T"!r;~!:~t;t,c ~ C ! ~ O I I  ~;T:)I:S i:i t ! i ~  r!*c:uiL 
! n ~ ; ! l ,  :~pl~i>ir~Lr!.~~!i;t., n .< : i .~ ; :?z~ ,c~ t ,  nric! ~ i : l v ; r n c ~ ~ r i ~ ~ ~ ~ t L  
of pcrso:incl 1):) n l !  s!.:iLc nfrricics (!xr~:i)t : l ! ~  s:ntc 
l,o;ii,t! i,[ :-cg,:~iis : ~ n d  :?,P ir!s~iLiiti<>~:s \1tid(11 its ~ C J I - ~ S -  
i!ictinr?. I n  car-i-yit~g i9ul i . j l i ;  i~~:pn:i:ii:iiity ! i ; c  ile. 
~ ~ n r l i n e i i l  slin!! (lo nil cirliie icii!owir:g \:-;ti> rr:;;)rct lo 
stn\.c nzcr:cirs o~ l i r ; .  L!inn tlic s ta le  !)oa;d of :-cgcrits 
nnd  its ii~stiti:!i(?rts: 
a i)eslKr;nLc n ~lcr;i:iori n: Li~e sln!? i~Tiri:l~!ive 
nc! ion :~dii;i~-ii~trn!or.. 
b !'I-opnsc nlTi~.~i;:iti:#t, :icliori s!.n:i;!n:-dc :il:plica. 
bic tn ,;ncii .;L:lir clcerlcy bnrbqrl or1 1i;c ;.:r:i,ilinLiciit o f  
Llic co l i i%nr~ni l ;~  in ~ v i ~ i r l i  tiii. nl:c:lc:: :.r!irti~>ii5. Lile 
, . l l n ~ > \ j j : i I , i ~ ~ ~  ~~r,.rt::i  t;; L t i ~  : l , ;~i~cj! ,  0:- t i \?  ;:PI.SOIIS tI!aL 
(.;XI! !it: I r,at.nn::iily rvzi tiitcrl. 
c G:l[:,cr l/,l:,;i [;PCTS:;:I~;; Lq ~t;nii:l:t!:: 3it c:![:ciri[; 
i,:isr:;7;l;cil[ (;( :i:f~ii-l~,l?.!i~v~p ..L;"n , r ;  eRor-ls ;:I s!r:te 
1911.4 S ln le  ngcncy : r f f i~-~~:nt i :~r  ;rction ~ ~ l ~ t j s  -- 
[ l l ' " ~ r a l l l s .  
1. i':nch r-!:lI.c nr;i*trc.y, i i i c \ i ~ d i ! i j ~  1110 s!:kte bo:i~.d nT 
l'i>j:?tlLs ?.t:iI I [ ?  i i , , < i  ~ ~ i 1 ~ ~ 0 1 1 s ~  sIi:ii\ :I!I]I:;:I~~~ pparp 
:III af5r1i1;iii\:c ar(.t0!1 i ~ ! : i ~ ~ .  St.;ktc :lj;i:llrics oLher 
!!l:it~ tjlc s l : i i ~  h0:11'i1 of I . P ~ : ~ ! I L s  a11~1 i t s  iosLi t11l i1~1ig 
SII;I;~ sui)::.hil l !>eir plaris i t >  tiit: [LI-I):IILIT-,~:~-~~I~ per. 
.:-IIII:~~. !i~:;!i(.l~lintis I I ~ I L ~ I - : .  ! i i r  j : l~ .~sr ! ic l ion i ~ ;  l l l ~  
s l n l c  bo: \~ t i  or ri:gonts s113il s i i l i i l > i i  l i lc i l -  p ln l ls  l o  
that. Ijonici. 'l'lre 11inris s l l n l l  lit s u i ? i ~ i i l l c t i  bctwcel i  
i)i.cer:iljcr i5 not1 Dcccnl i~c l .  31 e:ich year. iCa;l~ j ) i ; ~ i ~  
:,Il:\!\ c o ~ ~ l : r i ~ l  a c l ~ : ~ r  an!:] t i ~ ~ : ~ t : ~ l > i g ~ ~ o ~ i $  ivriLLc:> pro-  
gr:inl cori taini i ig gnois otiri l i r i ~ e  speci r ic :~ l io~is  I-@- 
Intcd l o  ;~~ t .so l~nc . l  a d r l i i l i i ~ l i n ! i i ~ n .  
2. T::rch siclle ngcllcy, inc lut i ing Ll~e s!n lc  bo:lrd r:T 
rcf:udls nnr! iLs i ~ ~ s l i L u l i o i r s ,  i : :~l l  c i ) ~ i c ! ~ ~ c l  Iirogl.a:r>s 
n f j c l ~  or ie~~L:~t ,on and ; ) i o ~ i d c  org.lr:izalional s ( l c ~ c -  
111re :in(! l r n i ~ ~ r l ~ l :  h r  up\vatt l  ~nn!) i l~ ! .y  of employees. 
i<tni)!insis s!1:1lI !IC plnct:d i111on fa i r  l>rn~:tici:s i n  
c ~ n ~ l ( i y  n?r.li!. 
86 AcL5, cl i  i2:15; $223 
i : l i , i  ~ 1 ' 1 1  n l tya sctloa; r:;r~i~l,:ycc.s n ~ t d  l ! ~ r !  sln1.c ho.ii-d or 
c ( i t > ~ : ~ t ~ ~ ~ i l  s ! ~ ; i l  ;ltIn;i; I \11~:i I #:q~~iI-in;; !i[;crii-~c :;;i>1)5 
ily sct:!~ol c!isl1-rcL5, a ~ c n  e t i t ~c : l t i i i ~>  ;li;ciicirs, a n d  
; I I W ~ ~ W !  h ~ l i i i ~ 1 1 . ~  to ; c c ~ I ~ : J ~ ~ ~ s ! I  ~ I I C  gc:als u l  cq) i : i i  
c~ : , i ;L~y i f i~~.hL o ~ ~ i m :  L ! i ~ ~ i l , y  ;>:1r1 aflii 1 ~ : ~ 1 ; u e  ;~cLio i~  ! t i  
Ciic ! r c i ~ ~ l L ~ ~ r e n t ,  n ; ~ l i ; / i i ~ l r i ~ ~ ~ ; ~ ! . ,  as:;ir;r:ri~r.rlt, 2 n d  ; ~ d .  
~ : I I  0 p I E: ic l~  s c i ~ o o !  t i i s l :  i c t ,  n :  en 
APPENDIX B 
SECTION 2 6 1 . 9 ,  COLLEGE A I D  C O M M I S S I O N ,  
CODE OF IOWA, 1 9 8 9  
COLLEGE AID C001SI!SSlOX, 52C1.9 
"-1.9 D e f i n i i i o ~ ~ s .  
W l i e n  used i;l t h i s  di~..istoii, ~ l n l e s s  L ~ I C  ccn lex t  
o r t l e rw i sc  requl l -cs:  
i .  "7 ' i l~r i , r :~ ,:rrrib~" i:lc:ills ,In a:va~-d tiy i t l e  state o l  
lo>vn to a r iuul i l?ed YLUJPIIL u i ~ d e r  t h i s  d iv is isn .  
2. " i ' [ r l o n c ~ n l  ; ~ c c i "  !nenns ; ! ;c  i l ~ f r c r cnce  be. 
I w e e n  t h e  s t u d c n t ~ s  f i n a n c ~ n i  I-csouiccs ~ u a i l u b i t .  
inc lud ing !!:osc aval iable i:om ~1:c s:uic~i : '~ patL.Il~s 
fls dctermirrerl by a con:pie:erl pa:-cni.~' cdniidcnll;,1 
statement,  and t h e  siut lcnt 's sr;L~clga:cd expenses 
wh i l e  a t lend ina the accredited p r l vn l c  i ns t r t u t i on  
F inanc ia l  need sha l l  be rcdeterminec a t  leas1 annu.  
ally. 
3. " F ~ ~ i l , i l m e  r e s ~ d r r ~ l  ~ i u d e ~ r ~ "  :noans a n  i l ldi.+jd. 
ua1 restdent of Iowa who IS enro!icd a t  a l l  nccrotl~:c.d 
pr iva te  i n s l i l u l t o n  i n  a cdurse of sll;dy i n c l ud ing  n t  
 leas^ 11weIve semesler i:curs or L;:e Lr inrcslcr e q t ~ i v .  
a len t  or 1.uelve serncslcr hours. " C O I I ~ S P .  lib/. \ ~ t t , l ~ ' .  
does not Include rrirrespondellce cot~rses. 
4.  "Qrirr:rfierl s l u r i r n ~ "  means s t-!:stdc:lL s t d d e n l  
who tlcls eslabl ished Enanc ia i  nerd and  %vho 15 
m a k i n g  sat israclory p r o v c s s  towar:! p . a d u a t ~ o ~ ~ .  
5. ' > l c c red i t ~dp r roc i c  ins:rluiionW means a n  i ns t i -  
tu t ion  or h igher  l e a r i ~ i ~ : g  [ocated i r i  Iowa w h i c h  i s  
operaled pr iva te ly  a n d  not  control led or  ad::~inis-  
tered by any s la te  agency or any subd iv is ion  or t l ie  
state, except for county hospitals as prov ided i n  
? a r a v a p h  'a'' o r  l h i s  subsectlon, and 
a Which  is accredited by t i le  N o r t h  C e n l r a l  A s -  
s o c i ~ t ; o n  o lCo l ieges and Sccundnry Schools accred. 
i ~ i n g  agency baser1 o n  l t l e i r  requirements as or ,Apr\l 
1. 1369, or 
b. Which  has becn cert i f ied by LI.ic P ior lh  C c i l t r a l  
Associal ion of Collcges a n d  Sccondnry Schools ac. 
c:cdj!ing ager ;q  based on  t he i r  re?i~i l .ernenls ns o i  
A p r i l  1, 195% ( 0  as a candidale Tor accrcd~ta: icn by 
such a g e n q  or i 2 j  as a sc!;,!ol ,giving sat:sfaclcrj. 
assurance tha t  i t  llns Liie :lu!.cirti;~i lrir ; i c c :~cd ; ! : ~ l i o~~  
a n d  is r i l : t k i n ~  p r o v c s s  wilrc l i ,  i T  con l inued,  w ~ i l  
result i n  i &  aci;ieving 3ccredi:cl~lnn by sucli agency 
w i t h i n  a rensona i~ ie  kirne, or 
c i V h i c i ~  i ~ n s  rrcctved 1e:ler.s frttiir ~t iuns: lileeel 
i owa i n ~ l i l ~ i ~ i o n s  3ccrt:tiiLcd by :!lc : . lo r~ i~  C r ~ ~ ~ r ; i l  
/Assocta:;on o i  Coliejies and St.ccr.dary Schools ac. 
icr-odi l ing agency based on  t l ierr  req!;i~-i.rner:!s ;rs of  
A p r i l  1. 1959, s ta t i ng  !113t i l s  crediks are a n d  l iave 
/been a r c s p t ~ d  as il eari ied i n  211 i ~ ~ r ( t t u l , : n n  r o  
' 
I a c c r e i  i 
d Whtc!i i s  a scilool o f  nurs ing nccr-ed:~ed by Lhe 
n a t i o t ~ a l  league for n:Jrsir;g a n d  ;:ppr~vetl by t i l e  
board o f  i lursc examiners,  i n c l u i l i ng  s\tclr 3 school 
operated, cor.trolled, and  adrr.in:stered by a coun l y  
pub l ic  hospi tal .  
e. Which  was c l ig ib ie  to p ~ r t i c i p a ~ e  in  Lire ! u ~ t ~ o i i  
~ a n f  p r o v a n  d u r i n g  sciion; year lipi;lr;ning 
,.!iliy ;. 1906 1:nti.r palagrapir  "c", and  w i l !  ccn t i f iue  
Lo b e  e i lg ib ! r  dur:r,g l i le  schq,o1 year bcg:nri;;tg J c ~ l y  
1, !9R7, anti w l i i i ! ~  i s  r n n k t ~ ~ g  s ~ ~ . i s l a s ! o r y  j i r opcss  
:L j c l i ieve  a c c r ? i z ! ~ t : o n  ibc >!orl!l Ci.!111J1 
Assm in i i on  o f  C t ; i i e ~ c s  3 r d  Secr;r~dnry Sc i~oo l s  ac-  
c;edttirrg ni;ency, and  i!>e 1nst1i.l l;on r;:ci.ts the  Lh i r -  
teen gcncrn l  i;ls:lfrition:l! 1.cr~uircr1enl.i 3T!::e ?!or 111 
Ccn:r;l l , Issociat ion a: Coi!eccs a n d  5eco l rdary  
S ihao is  a c c r c d i i ~ n g  agency Jk!i:r 1. iY63 31:d 
n l e e u  i i l c  rc;jl.:;cmcr,:s ibl- cand;d~i:{ s:a:ris !!l Lhr 
N o r t h  Cer.:rni ;,sso~::i:ioi: o i  Coil*lg?s and SecotIi!. 
d r y  scl:oo/s a c c r c d t l ; : ~ ~  ngeiicy !)y .;sir ;. ;9@'3. a;:d 
nt!ntns f i i i l  sccrcdi!clt ion ~rr l r ier  a 1ir;ie j i c r ~ o t l  es!clb 
i i j h e d  by i l ie  IGorth Ceclrral t issor~nt io: i .  
,f ?';h,cl> promoles e q ~ a i  oppor tun i ty  an11 aifirn:;i- 
5261.9. C O L L E G E  A I D  COhlMISSlON 
l ive act ion elTorts In the  recrui tment ,  appoiniment .  
assig;!n:ent, a t i d  advancement  of perso~incl  nt thc 
: : ! s t i i i~ l~on .  IR ca r ry ing  otit lk,is responsibility the 
1ns : i~u t ion  sho!l do all of t h e  ioilowing: 
ill  D e s i m a t e  a position as the n!Trmai,ve ackian 
coordinator. 
(2) Adopl aff i rmat ive action s t andards .  
(31 G a t h e r  d a t a  necessary to  mnin ta in  a n  ongoing 
assessrner?t of a!Trrnntive action eirorts. 
( 4 )  Moni to r  accornp!is i~ments  with respect l o  of- 
firri1a:ive nctior, r c n ~ e d ~ e s  identified in s 5 r m n t l v e  
actior? pians. 
(5) C o n d u c t  s tud ies  of p r e e m p l o y m c n t  a n d  
pos temployment  processes in  order to e-alunte ern. 
pfoymeri t  pract ices  a n d  de.ielop improved r n ~ t h o d s  of 
den l ing  w i t h  all ernpioynlent issues reioted to equnl 
e m p l o y m e n t  opportuni ty  nnd a m r m o t i v e  action. 
I61 Es tab l i sh  a n  equa l  employrncnt committee to 
assist in nddrcssing n f i r m a t i v e  action needs, tnciud. 
ing rec ru iLaen t .  
(7) Address  equa l  opportuni ty  and  aErmnt ive  ac. 
t ion t r a i n i n g  needs by: 
( a )  Providing npproprialc  t r a in ing  for managers 
and supervisors, 
~b,! : n s u r i t ~ g  tilat t r a in ing  is avniiabie for all 3 b f f  
m e m b e r s  whose du t i e s  re ia tc  Lo personnei a d m i n i s  
{rat ion.  
!c !  i r i v e s t i g ~ t i n g  m e a n s  for tralniirp i l l  t h e  w e n  of 
c a r e e r  2eoelopnient .  
03i Require develcpmcn! o f  equnl employment  op. 
po;!u;~;ly r e r ~ c r t s ,  including t h e  initiation o r  Lhe 
processes ncressar j .  for t h e  cornpietion o f t h e  nnnuni  
EEG.6 rejjnrts required by ?he lederni eqr~:ll cmpioy. 
rnent oppo:-:unity commission. 
i9l :iddress ec,:isi opportiici:y a n d  aGrn in t ive  ac- 
tior; poiicies .with respcct to employee benefi ts and 
leaves o r  abscnce.  
(10) File a n n u a i  reports  wiil ,  !I:? c o i l e ~ e  a i d  com- 
mission of :ictivities under  this pnrngraph.  
6 .  "Commission" m e a n s  t h e  coilcge a id  commis- 
sion. 
7 .  "Port-lin~r resideof s!udenf" means  a n  individ- 
x a l  res idel i t  01 I C W ~  who i s  enroiled R L  a:? a c c r ~ d i t ~ d  
private ins t i tu i ion  in n course of s!udy including a t  
 leas^ t h r e e  serncster  hours  o r  tile t r imes te r  or qnar -  
ter equivalent of three semester  hours .  "C:iilrse of 
s:udy" does no t  incic~dc correspor:der:ce courscs .  
[C:l, 70. 7 5 ,  7 7 ,  79,  81, $261.31 
87 Acts,  ch 2 3 2 ,  9455;  88 Acts .  cil 1254. 42? -24 
COVER LEITER AND QUESTIONNAIRE TO m J r r w  OF 
STATE ASSOCIATICNS OF INDEPENDENT CO- 
AND UtJIVERSITIES IN THE UNITED STATES 
564 56th Street 
Des mines, Iowa 50312 
ktober 31, 1989 
Dear Association Executive: 
In 1988 the Iowa lqislat~~re added a new requiremnt to the 
definition of an "accredited private institution" for purposes of 
eligibility for state student financial assistance. This addition to 
the definition required private (independent) colleges and universities 
to "prmte equal opportunity and affirmative action efforts in the 
recruitment, appintmnt, assigmnt, and advancement of personnel at 
the institution.. ." (See attached mpy of Section 261.9(5) (f) , Code of 
Iowa, 1989.) 
As a part of the doctoral requirements at Drake University, I am 
studying the impact of this legislation on the private colleges and 
universities in Iowa and their respnses to it. Yy study is limited to 
the twenty-eight schools which are medrs of the Ima Association of 
Independent Colleges and Universities. 
'For purposes of this study it is necessary to have information from 
other states regarding requiremnts placed on their private colleges and 
~lniv~rsities. According to the (3mpndim of Public Policies Affecting 
Independent Colleges and Universities from the Report on State 
Association Operations, 1989-90, your state does have state affirmative 
action requirements for independent colleges and universities. It would 
be very helpful to have a copy of these requirements. 
I have discussed this study with Dr. John Hartung, President of tho 
IAICU,  and he suggested that other state association executives wouldn't 
mind taking a few minutes to provide background infornation Iron! their 
states. 'four assistance will substantially increase the accuracy and 
corrpleteness of the study. Please respond to the brief questionnaire 
enclosed. I would appreciate receiving your respnse by Novedxr 15. 
I f  you have qt-lestions abut this project, please contact re at the 
abve address or call rne collect at J15/277-8751. Thank you for your 
coopration. 
Yours very truly, 
&tty J. Durden 
D;ssrzr 1-ation ' R ~ i c :  S t a t e  I n i t  i ~ t i v e s  i n  f-brid~ting A E 5  -wLive T\ctrion :or 
111deg"ndertt ( k l l q e s  and Um~iversities i n  1vn.a 
E f f e c t i v e  Zdly 1, 1908,  t t ~ e  Iowa W e  inc ludcd  CJ7e fol lo .~ing addikicn to the 
d e f i n i t i o n  uf an "accredited pr iva te  ins t i tu t ion ,"  . . f -  wt~ioh  prcmotes q u a i  
opportunity ar~d affirmative a c t i o n  efforts in the recruitment, appointment, 
assiqmnent, a~il advarlcenent of personnel a t  Lje ins t i tu t ion .  . " 
(.See enclosed cmpi of Section 2 6 1 . 9 , ( 5 ) ( € ) ,  M e  of Iowa, 1989) 
'ihe p r p s e  of this qucstionnairc is to gather informtion fmn other states 
rq<a rd ing  aiiy skular r ~ i r c r r ~ e n t s  on L!le ~ r i v a t e  collg-es ar;d unive~s i t ies  
in 3ieir states.  
1 . lbs your s h t e  l e g i s l a t - s e  placed s M 1 x  ec-qual o~por tun i ty  and affirriwtive 
ac t ion  r w i r e m e n t s  on private c o l l g e s  and m i v u s i t i e s ?  
Yes fib ___ 
2. If yes, please c i t e  the portion of the s t a t e ' s  Ccde coverii~g this r+quirrment. 
(If convenient, please enclose a 
cnpy o f  the t a t  of &is c i ta t ion . )  
3 .  1: no, is any such l eg is la t ion  p d i n g ?  Ye5 &___ 
( I f  p s s L b l e ,  piease erlclose a  c o w  oE m y  proposed l q l s l a t J o n . )  
4 .  Is "minority" defined l n  your s t a t e?  Yes Pro 
I f  so, w w t  is the detlnition? 
5. !4y stljdy w i l l  result lrt a c c , ~ p - ~ d l u m  of LCle r l : ? r ? c t ~ r i s t i c s  of zffir;luti;e 
act ion mardinators irt :_he Iwa ir,depxler:: c ~ l i w ~ e s  ail. u~ivers i t i e s .  '53 
:,ou~ hc-lc?~lnJ~e, kas sacn a study cb~le in your stake? YoS pjc, 
- - 
if so, plccise g i ~ i e  rm-,e and address of matact  =--on. 
-- - .- -
- 
( C i t y )  { S t a t e )  !'.IF) 
Please ret;m this questior~iaire to  ;.'s. k t t y  J. mrder~, 664 56 Strcet,  Ces Ib lnes,  
luwa 50312 by Novcrrtk~ 15, 1309. TIIANK YCV. 
p h l d  you l i k e  receive a ~ m p y  of ULis  sb:dy? YoS ____ 
APPENDIX D 
MEMBERS OF STATE ASSOCIATION EXECUTIVES' COUNCIL 
OF INDEPENDENT COLLEGES AND UVIVERSITIES 
July 1989 
1. Council for the Advancement of Private Colleges in 
Alabama, Birmingham, AL 35223 
2. Independent Colleges of Arkansas, Worth Little Rock, 
AR 72114 
3. Association of Independent California Colleges and 
Universities, Sacramento, CA 95814 
4 .  Independent gigher Education of Colorado, Denver, CO 
80202  
5. Connecticut Conference of Independent Colleges, 
Hartford, CT 06105 
6. Independent Colleges and Universities of ~lorida, Inc., 
St. Petersburg, FL 33710 
7. Association of Private Colleges and Universities in 
Georgia, Atlanta, GA 30383-3142 
8. Federation of Independent Illinois Colleges and 
Universities, Springfield, IL 62701 
9. Independent Colleges and Universities of Indiana, Inc., 
Indianapolis, IN 46225 
10. Iowa Association of Independent Colleges and 
Universities, Des Moines, IA 50309 
11. Kansas Independent College Association, Topeka, KS 
6 5 6 0 3  
12. Council of Independent Kentucky Colleges and 
Universities, Danville, KY 40422 
13. Louisiana Association of Independent Colleges and 
Universities, Baton R c  .je, LA 70801 
14. Maryland Independent College and University 
Association, Annapolis, MD 21401 
1 5 .  Association of Independent Colleges and universities in 
Massachusetts, Boston, MA 02108-3093 
Association of Independent Colleges and Universities of 
Michigan, Lansing, MI 48933 
Minnesota Private college Council, St. Paul, MN 55101 
Mississippi Association of Independent Colleges, 
Clinton, MS 39060-1198 
Independent Colleges and Universities of 3lissouri, 
Earth City, MO 63045 
Association of Independent Colleges and Universities of 
Nebraska, Lincoln, NE 68508 
Association of Independent Colleges and Universities in 
New Jersey, Summit, NJ 07901 
New Mexico Independent College Association, Santa Fe, 
NM 87501 
Commission on Independent Colleges and Universities in 
New York, Albany, NY 12224 
North Carolina Association of Independent Colleges and 
Universities, Raleigh, NC 27605 
North Dakota Independent College Fund, Bismarck, ND 
58504 
Association of Independent Colleges and Universities of 
Ohio, ColumSus, OH 43215-3413 
Oklahoma Association of Independent Colleges and 
Universities, Oklahona City, OK 73104-2420 
Oregon Independent Colleges Association, Portland, OR 
97223 
Commission for Independent Colleges and Universities of 
Pennsylvania, Harrisburg, PA 17102-2095 
Rhode Island Independent Higher Education Association, 
Providence, RI 02904 
South Carolina Foundation of Independent Colleges, 
Lnc., Columbia, SC 2 9 2 ' 1  
South Dakota Association of Independent Colleges, Sioux 
Falls SD 57102 
Tennessee Council of Private Colleges, ~ashville, TN 
37212-3757 
3 4 .  I n d e p e n d e n t  C o l l e g e s  a n d  I l n i v e t s i t i e s  o f  T e x a s ,  I n r = . ,  
A u s t i n ,  TX 7 8 7 1 1  
35 .  ~ s s o c i a t i o n  o f  Vermont  I n d e p e n d e n t  C o l l e g e s ,  W a t e r b u r y  
C e n t e r ,  VT 05577-9745 
3 6 .  C o u n c i l  of I n d e p e n d e n t  C o l l e g e s  i n  V i r g i n i a ,  R e d f o r d ,  
VA 2 4 5 2 3  
37 .  W a s h i n g t o n  F r i e n d s  of H i g h e r  E d u c a t i o n ,  S e a t t l e ,  WA 
9 8 1 0 4  
38.  West V i r g i n i a  A s s o c i a t i o n  of P r i v a t e  C o l l e g e s ,  
B u c k h a n n o n  , WV 26 2 0 1  
39 .  W i s c o n s i n  A s s o c i a t i o n  of I n d e p e n d e n t  C o l l e g e s  a n d  
U n i v e r s i t i e s ,  M a d i s o n ,  W I  53703-3422 
APPENDIX E 
L E T T E R  FROM WILLIAM J .  MOORE, P R E S I D E N T ,  
A S S O C I A T I O N  O F  I N D E P E N D E N T  C A L I F O R N I A  
COLLEGES AND U N I V E R S I ' P I E S  
(>.I,"",, 
1)s I Llr i  *,,t.m 
T h . t l , k ~ # .  ' d ~ d . ~ ,  >I,,.), .{ 
Vt.< ~k,Jrns~,, November 13,1969 
j. d", b WL.,,,,,~ 
f+,,%k.,? <>,.,7*",,cr,k ,,,<, ;< 
'-'..4r.r, i.,II.,ll,, i,.,," 
,<,r, 5 $ 9 ,  L, 
,>t,..'.,, G I , ,  ,,,, d , , K , .  
%Fr,rl~,ilrrlri.rrr f3ett.y J .  Durden 
i, \ . I" ,#,  
lh,l.L-.rl i l . , : - luin , ,ihr. GCA 56 Street 
* . l . r r L l i . , ~ I 1 . r  <,a,7 
Dcs  Moincs, Io:va 50312 
* . , 2 > , s , ,  &,<."c 
/> ,L, , 'T , ,  
j..ul:un, Ill...,, 
8 #.. :+, st,A.,, Dear  Ms.  13urdcn: 
ll'a,,t- $;'c.,,,r 
I * r ~ t r . r  15 , t l l r t ~  a,,,,: U ,  .I,,* 
* " ' i ~ ' )  <.r,F' 
h.i.-.l.l.rl..,,l,r. l,ll,i.l,l. This is in response to your  recent let ter  (undated1 requesting inforrnntion 
i > C . . C  I. I.,,*7 
,Illin,,li ,.. ,I,I1,,. ,,, regarding s l a t e  equal appor1unit.y and  al'lirnlalive action regulations or3 
lam4 1, kk."."," 
l . q . s I , ~  ,,,. ,,,, ,',,,' private colleges and universilies as u condition of eligibiLiry /OI- slrrlc s~rrtll?rr.t 
M n . * r  I d i , l i l l l l l ' , l U  
fincrncial ~s s i s l c r r~ce .  I t  should be ernpllasized t h a t  CaLiroriiia llns a stnLe 
A,,r ,,7,LA, nsn,r,,lmhu,sA,u co~~s t , i t~ :L io r~a l  p ro l~ ib i l io r~  agains t  s l a t e  aid l o  i r ~ s t i ~ t ~ t c o n s .  S l u d e n l  aid 
*nrc; ~ x , r ~  I $ ~ ~ ~ ~ ~ ~ ~ u ~  
# I t . d >  hjm.,r,q g r a n t s  go to s ludcn t s ,  who may  take them t o  ui lher p ~ ~ t i i c  or irldepcndent 
C>,,l,.,* l,>,W,<t < . d b ~  
" , , A , "  ins t i lu t ions .  
I rrn, 
l,l,f'"~i" l,b.,,,\,ac ,<*I< A,,, 
<L,,.I,", I,,. llllll? ,,/ l C I I U . I ( ' V I  
( A , f , . , d  I ,.,lr,,+, ,b,iv.r.,i, Tile bes t  way for l r ~ e  to  respond to your cjuestionnaire is s i ~ n p l y  (.o inform 
<-3.,,",o,,! u, ". 
I It,,1S L e l L - p ~  ilrllr you t!lat C;lIifornia h a s  no ~ ~ r o v i s i o n  of law Lying iristitutional eligibiiity ii,r 
cI,,r!l..Y , u c ~ , k , , , , , ~ ~ ~ , , , U , A , ~  4 ,.. .,,ir~rl.ri pc studerif a id  (via g ran l s  to :;tutlcni.sj lo  Ii:EO anrl !.A rcrluil-erncnts. Tlowri~cr,  
, d * , . , l , , , : k <  
-...I,W I,W ,rt,f.,wtv.,,,k 5c~..l,,. Lhis s t a t e  was  one of tlic first !o l ~ a v c  E T C 0  leg is la ti or^, arld t1:c 1.csr11~ for cir.lr 
I .,Cpr ,<,<.",< I l , , r r  
:.,s>,6,,.,r, c ,,',rx<.. <,,, ,,,,el i t ist i t i i l ions is  fcr  al l  i~ract icnl  pi:rl~oscs Llle sariie as for L!irjsc in  1cj;v;~ 
>,-,., ,r. ( , - k w  
, . .J.b,. , , , , a  ,. <*.,,,,@, under- your 1998 l a w .  
, 6 < , , 7 ,  b ? * s b ,  , a . t " F  
t g . ,  ..,"T , , , a  k ~ c  
,* ,',,,<,,<,< *.,,t,= 
i . < . , ~  , k?,, ,<, ,Y 8 .u..,>\#*, 
'!'llc Cnlifol.ni:l Sl:ll.utc is tllc I J n ~ . u l l  Civil 'itifilils Act,  e t .  scq,--csljcciaIly 
I,.," L C . , ,  i :., l, l.LL\ 
! I , > *  42 &,A,-> rv..,<,, \> , *>cr \ . . ,  
t he  AI:~tor-re i lrncndrnent G C  1978, which definrr! nnn-proirt  tnsLitl.~!.ions 
h , .  >,, .-.., . .;<- 
I,< *ii'i<, . , i r y r  
i:vhicll iric1:rtfes n!l of ol.lr r ~ g i o n s l l y  ncc~.ed~tcr l  iiltli.penr',~illl collcgrs a n d  
.I,.*.. :.,.cs 
L,,!,, , ,:k#c 
cnivers i t ics j  ;IS "e:nployers" iintler provisions of  t h z  1J111-rli1 :'\cl. Yhcrc is a 
..',llr,n ji,7Llll,l ,,I 
,li',ih,,".u: ',".W, 
religious exclusion in Ihe A1atorr.e :l~nc~~dinc!l!,, b u t  i t  does n o t  ex tc r~d  t,o 
%l..rii. ii LLI,,  I \ I ICR 
"".N, i 
i n d ~ p e n d c n t  collcgcs and ur~ivcrsi[.ies wi th  rc i ig~ous  t ics. 
,k..* .,., , , ' , , > " * W ,  
<A,".'>%., <>",<K, 
jhdc L t , , , , . t 2 , ,  b 4 b " .  So,  nltltcjugll the Caiifot-nio S l u d e n ~ .  Aid C:ol~tn~issio:l prngrnrns d o  n o t  lia;-e 
I. iii- ,,.i"*> I . , , l < . ~  
<,<., z."bF a sc,por:lt.e iZT;iO/iiA provisior~ tying st~.:dcnt aid e!jgibilit,y to insli l \! t~cinal 
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r..rr.u I .bus a s  a cor:sciluence of' s t a t e  law whicli is ui-trelated to st.uder;l aid. 
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$*,%K, h,<,,%,,, ,d,,.w<"'N+',,*,", 
, ' r > : , 2 , - c L k t , >  ,-cxe,,,.e, 
, d A,,,Ix. : hope t l ~ i s  inror~nnlio!i is suir~ciel-ll for ~ L : : - ~ O S C S  of y ~ u r  stuci:~. 
*,,>I.L,> Ltm.c,,bry 
!.r-,,v , .,,!.* 
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s.,,tvt6.. (>td,,rcu. < jevw Sincerely ,  
%.',.-:" IK>>,f.,O<," L , * r y  
," "1*'.'",* 
,,,,, 8 ,.,, ,,,,,.r,,,,, 
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APPENDIX F 
C O P Y  OF LETTER FROM WENDY ADLER ROBINSON,  
CONTRACT COMPLIANCE S U P E R V I S O R ,  
MINNESOTA DEPARTMENT O F  HUMAN RIGHTS 
r l r i o n  J .  f ! a u p e r t ,  D i r e c t o r  
, - 4 d a i i n i s t r a t i v e  S ! ? r 7 i i c e s  
I,.: . ,. . I -  ~ l r g h r r  E d b d c a t l o n  C o o r d i n a t i n g  B o a r d  
S t . ~ i ' ; e  -100 
Cap i col S r q u a r e  
5 5 0  C ~ ? d a r  S t r e e t .  
S t .  P a a l ,  >IN 5 5 1 G l  
T ~ L S  l e t t e r  u i l l  c o n f i r m  o u r  discussion of J u l y  1 1 ,  k g 9 9  
r e g a r d i n g  t h e  I n s  t i  t u  t x o r l a l  A g r e e i n e r . t  T o  R e c e ~ v e  the S i n z & e _ C t l ( c k  
O 7 t  i o n  F r o m  T i l e  X i n n e s o t n  S t a t e  S c h o i a r s h ~ p  .And C r n n t  Program. 
I n  s c o o r r l a n c e  v i  ti1 3s S t n t .  3 6 3 . 0 7 ? ,  u h l c h  g o e s  ~ n t o  e f f e c t  
, i u%. ! s t  1 ,  I S a 9 ,  n o  d e p a r t a e n t  o r  a g e n c y  o f  t i le  s t a t e  shaLL a c c e p t  
a n y  b i d  o r  p r o p o s a l  f o r  a c o n t r a c t  o r  a g r e e l n e n t  o r  e x e c i ~ t e  an;- 
c o n t r a c t  o r  n g r e e m e r l t  f o r  q o o d s  o r  s e r . x r c e s  1 9  e v c e s s  o f  
5 5 0 , 0 0 0 . .  . u n l e s s  t h e  f l r r o  o r  b ~ s i r ~ e s s  has a n  a i f i r r n f i t i v ~  a c t i o r l  
p l :*r l . .  . . 
L '. I .  i";.P r e v i  e r : i n g  t!:e above m r n t i o n e 2  a g r e c n e n t . ,  i t  i s  Lhe / 
O e ~ ? q r t n i e n t  I s  d e t e r r n i n s t i o n  t h a t  s inc . :  t h e  i n s E i t ~ k i o h F ~ t h e m s e 1 ~ i ~ ~  
. . _..__-a - - - -  . - . -. -. K 1: 
a ; - e ' a o t  r e c e i v i n g  f~ i : : c i s  f ro i i i  : h e  s t a t e  f g c - , p : - o \ - i ; i i n g  se r -+ . lccs  - -  
- - . c .  
~ ~ + - ~ ! E C F J  'is' ' ~ ~ 6 t ' . t - & q u i  r6-d ~ t o  . r e q u i r e ,  - t h e .  i n s  t i  tut . i -63Y-to jln,:e a ,  
, .  . 
.. . .. . -. ... ." 
cer t ; i  f i c a t e  O F  ~ o r - l p l  ia::ce : s r g n i f y l n ; :  a n  a p p r o v ~ r i  si ' lirrnati '/ .T ' 
act>-ibn-p:51i! . 
I!t):;e*;r?r, c o i l  t r n c  t s  , g r a n t s ,  a g r . e e m e i i t s ,  e i c .  ?! ;a t  tire i l i ;CJ  erlt2rs 
i n t o  I - i  c h  c d u c a  t i n r l a i  i n s t i  t u c i o n s  F o r  s e r v i c e s  ( e  . g .  T e a ~ h i n g  
I r ~ c t ? r l t  i;,e G r a n t )  r l i l i  r e i ; ! j i r e  t h e  i n s t i  t , u t i . n r i  t.o o b t a i n  a 
c e r t i f i c ~ ~ t e  o f  c o m p l i a n c e .  
1 : i o u  l d  e n c o u r a g e  y o u  :o c o n t i n u e  r l o t i  f y i n g  t!:e e d a c a t i o [ i s l .  
iris t . i  t u : . i o n s  o f  a f f i r x a t i v e  a c t i o n  o b L i < r t t l ~ i r s  ~i tii t h e  s t a t e  
s i r > < : e ,  n l t i ~ o l i g h  t h e y  ;nay r io t  n e e d  a c e r t i f i c a t e  sf' c o m p l i a n c e  i r :  
o n e  i r i s t a n c e ,  t h e y  n a : ~  c e e d  o n e  i n  a n o t h e r .  
APPENDIX G 
COVER LETTER AND QUESTIONNAIRE TO AFFIRMATIVE ACTION 
COORDINATORS IN TWENTY-EIGHT INDEPENDENT COLLEGES 
AND UNIVERSITIES IN IOWA 
664 56th Street 
Des Moines, Iowa 50312 
October 31, 1989 
Dear Affirmative Action Coordinator: 
As Affirmative Action Coordinator for your college/ 
university, you are involved in compliance with Section 
261.9 15)  t f )  , Code of Iowa, 1989, which went into effect 
July 1, 1988. Those instittltions which want to remain 
eligible for their students to receive student aid must 
"promote equal opportunity and affirmative action efforts in 
the recruitment, appointment, and advancement of personnel 
at the institution." You may have attended a workshop 
sponsored by the Iowa Association of Independent Colleges 
and Universities and the Iowa College Aid Commission which I 
coordinated and which was designed to assist schools to 
comply with the above regulations. As the former Director 
of Human Resources and Affirmative Action at Drake 
University, I have a long-time interezt in equal e~ployment 
opportunity and affir~ative action. 
My purpose in writing to you is to request you to 
respond to the enclosed questionnaire, a portion of a 
research project for my doctoral dissertation. Whether your 
assignment as Affirmative Action Coordinator is a new one or 
not, you can respond to the survey. Since the number of 
institdtions which are me~bers of the IAICU is just t~enty- 
eight, it is essential for the validity of this study to 
have  a response from each one, Confidentiality will be 
strictly observed. Individual responses will not be 
identified in the final report. 
Please return the enclosed response card inmediately to 
acknowledge receipt of the mailing. If at all possible, 
please complete and return the questionnaire to me by 
October 13. Thank you very much for your cooperation. 
Sincerely, 
Betty J .  Durden 
; & L I ~  a:, l.o.:c./g::;.~e::;i t-I 
I 
Sex: :hK~Le - mvi !<a Age 
- 
*> 1 . . : 1 , :-.,d<.k i :lot l i i s [ o ; l n i r t )  , f i s i  :in , ?a t  i v i ?  : ~ !~ r i . can  , 
-
-
-. . 
, ,.l,ite + [lice ':.. v*r;>;l ic  j , 
I L < ~ >  
- 
5 .  were you a ::!I? t i:iic? e~nployc;! oC ?:he cul!~xjr:!&ni.~ersi:~ iE>are tire 
alf:nr;;lti-e acl:.ic~: r!:!:.ies and r,:slnrisibi!ities !;ere arjsin~mi I:o y o l ~ ?  
':3;e :ol;cs~ii:q 2r;b didt ies  ar;d respr:siI>il:hlcs al-e uf te : i  ~ni;.t;!it:d in t ! e  
jcrj desc?;ptir>:~ ot an a ff i~~~;lat.i*:e actio:; ~ ~ * l r d i i l a t ~ r .  Pieasc circ:c  as" 
i f  you a re  r e s p ? s i b i e  for all or plrt of the i:e~: listxi. i f  ycxl CIS 
r~ot Imve m y  rcs;x:;nsit;iiity Ecr the  task, ? l e a s e  i : i rc l~ "ti:,." 
2. YL1: ,:ai!.!?r.q arid u;<h t i r q  C O ~  ieqewidc lsasic (!a La f i i c ~ ;  L t.: 5 -
3 clmr:ii!:~::.i::,, ;.~:c,;;a:-o~io:-, i;f !I!-ii zaticn, salar-.i a;:a!:,.sis, a id  
rF2r ~ O ; . I L  - ) .  . ,x,bi l i  t y  !jysLix:::j c:; 
6. S e r ~ i f i g  a s  l i a i s o n  kxtsrir:n Uia coi leqe/u :~lv~zrs i ' :y  aclm:.ni.strat.io~> 
al?d i n k e r e s t  r;rcupc, i.n t f ~ e  ir%irjtiLi~tion \, . iC5 
8. 3. le rs~ni rq  dc~.,c:ojr;e:lt c f  p o l i c y  stil::ucents, arid internal  and 
?:iten-,a I ccri~:r&iica!:lnr: tk -h r : i~ : i t ? s  '4-sr-  . C. a 
9 .  ~ecpl r iq  rele*~ar:t: ;~d:;inistr,xt;'/e of f  ic~s of Lkie coi.ieq:?/~:liversity 
::;fonr.& of ~ e ~ ; ~ ~ : : ~ r . ~ + r ~ ~ ? ;  i i ~  r ~ ~ ~ , : , ~ j .  o;;Y;~~I.II I ;  1.y A:;(] affii1!~1?:;'1'2 
actj.,?n areas Yes 
;.%-":I;, A:';i!:u&21i ;.I(: Puce- 
-- --
Plwse  place a check mark on t h e  l i ne  imder " ' ies"  f o l l o ~ h q  a statar!c-_nt 
w i t 3  wh:c!: you ,jennrai::l a:;r& cr vliich ~ i s r ~ i a l l y  r ~ f l ~ t s  i':~! s i t u t i o n  
your mliqe/universi ty . 
Place a d:eck mark on the !i~ne : ~ : i d t ~  .,r'tlo'Yollcr~ir,g a s tatunent  wt>ich does 
n o t  m r r e s p n d  in  g e r ~ x a l  to your 'beliefs, ),our role as  you ~ r c e i v c  ill, ur 
to G7.e s i h ~ a t i c n  a s  y o u  kn,m :; a: y o u r  c o i l q e / c m i ~ ~ e r s l t y .  
*? ; 
~ ~ 1 , s  r e s e a r d ~  m!e; dces r ~ o t  ailow fcr c'.eqrces Q E  aqreem-nt or diso7r8z.lr~cCit, 
so p lease  cf:ur>sc ii::e zes;mr!se 'r ' i i i~li  r a r e   CLOSE?^ i e f l e c ' i ~  YOU- (;;jjLr,io:>. 
?.amkr, there  is iln riqi;: ansvex, oi?ly an hrjnc-st Wie. ?I:? i : : f ~ ~ ~ w  tifin :i.-- 
c:p:*;d on tile i;t~estior--~3;res w i l l  ljE ami1p~lt~3 iiito a r o : p x i t e  p i c t l r e .  
I::di./irimi resy*jrises w ? l i  not 'rR i d en t i f i ed  i n  3 e  f ina l  rep3r.t. 
;?~ai?)i you for s l i i c l n r ;  y a t x  tbne a::d U:ouqhts to wake t!!is st:udy p s s i b l o .  
- 
3 f ~ : 5  ? lr3 
2gp-n t h o i ~ q h  I f e e l  st.rc;r:gly a b u t  sure civi!. r l c j h t s  i s s u e s ,  I trj :.s - -- 
prespmt ilry v ievs cal,l:.i y arjd ra ! : ; ~ a l l y ,  tdi;icn 1 f i r h i  :mst ef fect.ive. 
I n  y cp in i cc ,  a f f i r m t i v e  ac t icn  is :id& in bclth p . 1 b i . i ~  a113 pri- -- -- 
%;ate h i g i ~ e r  =i.x:atic;n inst ikut icr is  to  ovcrcane a past rwxjrd of ~ i s -  
c r  unina tlori . 
;,'y effect:iv-;~ess i s  i1'c;eaw4 k < ~ 2 ~ 5 ~  ; ar!i a rarSfit:: of 3;s Af f ii-r:u:\: i v e  
A t r t i ~ n  fi~i~r,lt:ei? a;-r!.'::.r ser.fc ki a:i a Jv i l2 r ;  ro le  to i t .  
cr- , r l i s  i n r t : t u t i G r i  tias re*~ieweJ i t s  7jolici.e~ arid prac t ices  I::, rake 
5;;i-e u ~ . ~ t  i t  pr:y,ridcs q a l  z-nsider~tion for  s t u d m i s  r,'&lnc! a r t n l s -  
- , % ; ,- .n, f i r ~ r ; c j a l  a i d ,  aJ7d 5 q ; a l i t y  i n  j c a d m n i c  arid d : i r l c : i c  p r ~ r m s .  
~q,i. qf r r ? /  asse ts  as affirr;-abive action m r d i r m ? o r  is t!mt 1 i:a::die - -- 
s t ress  '~dl. 
,uti;our;h affii7p+3ti.,e acticn rq l i r= r . cn t s  w i l l  c:ause L;;Ls C O ~ ~ & T < ~ ! /  
, u,,;,;62r51ty .,.. ,  c3 5Gecl,j :t.L3ie :;.o,:eyT rw:y,~i:ii;cq A~.,C: a.5:.xLislr>- " j C.cr f x > ! i L . {  
j : . I . -  z c  - - - ;  k Cj- ,L t l ~ i i ; ,  !-jIe p-,S i L, ~f i;~lj;l~: i l  kj-te i i ~  t i ti: t: j C;:-i w 11 1 :2.? 
vn--C: -.. thc e x t r a  ~(7511. 
: 0 .  
l i .  
2 3 .  
7 .  
L ! .  
2 2 .  
2 3 .  
7 3 
L cel;i?..e ','.a: I pss~ss  the dipimatic ,u?d decision&,irq s k i l l s  
to 21:) kAe s?:eqiai:ce of k e y  w:p!e r:n +his campis. 
'Jt?o:qli \.rfim1 s <~splc.jlrnr?;~ t oprix!:\:n i t ie5 ? u v e  b:i-;rovtuj i;i the  l a s t  
Enw y ~ i l r 5 ,  ; kellevr- that m n  s t i l l  nr-:l a f f i m a t i v e  a c t i o n  t o  
c o n t i n u e  thei r  pm. j ress tcs-ard q ~ x a l  oprtuni ty . 
Rdrmnistrat~rs at ~ l i s  coliqeiwi- icrsi ty  are amre t5at scrre em- 
ployees ,  appi icz- i t s  for  ~ l o ; r ; ~ ; t ,  and s t u d w t s  w i l l  f i l p  chrqes 
of discrL~inaticn rqani:ess of ole e f f e c t i v a w s s  of +21e affinnati,..e 
a c t i o n  prcqza~r;, k t  a s ; h s t a r ~ t i a i  decrease i n  suc i~  dw1;c-s is btt~ 
a q ~ 1 l  of i\e affirrative ac!:i,-.r> prwjrar.  s r l d  a nr'asure of I ts  succsss. 
I intend to w e r t  a;? pssit-le e f f o r t  to  brinq a b u t  non&isrrj~nir%- 
t :on i n  arrp?c;~er i t  i;; ;::y i n s t i  t ~ ! t i o n .  
I s t r o n q l y  b e l i e v e  :n q a l i t y  cf op[nr tun i ty  f o r  u;divbdmls w d  
p r o t e c t i o n  of relit in a t r u l y  i n t e r r ac i a i  s c r i e t y .  
h f f i n n a t i * ~ e  actlon will ke successful i n  .ii~cre.asi:?g kl~e n a n k  of 
r a c i a l  m i m r i t i e s  at: 3iis institutian i f  LV use ccm-on sense in  
e s t a b l i s h i n g  nmter:raL I;irinq q c a l s  and d o n ' t  overestimte f u t u r e  
riurrkers of hire; .  
F,~erf  txre t h a - e  15 arr ormlr!q WL a facxlt./ or staff ;UsltlorL, I 
sie  :t a s  an O~~~K:~II:L~:I t o  f i l l  t l ~ e  vacancy ~ 1 2 1  a ( T J J ~ ; ~  led ,man 
cjr nl?orit'; Frscn. 
7 &. . r~.., > , ir.';e i n  affir;r.3tix)c z c t i c n  km:ause Z:e r m r d  of rrany higl;cr 
c + i . r a t  i-I 1::s: i:ctic:?s i~ mployinq,  p rawt ing  a:d p3;-1).i.:.; w-mn a[-d 
yi:-;<:,xrtles !*>s ~ W I ?  i .-ad~xpaLe ir, : i ieeLi :~q the t e s t  of wp~l1 i t -V of 
f i ; ? ~ x r L ~ h ~ l  t y  . 
I cm,  s u ~ ~ , - t  a f f i ~ 1 ~ 3 t i i . c  action i r i  a c o l ? s q ~  o r  !v~!~verslt:~ k a u s e  
i t  will ilot r e s ~ i t  i n  a I c w ~ x i n g  of a w d m i c  stan&-4s. 
'diru;ever I a;r,Lsrdrx lt necessary, I G-fi talk 31rectiy to U-ie president  
of ~1 coli~elui!i':r<~Ll.~ a h a t  aff1r:wt;ve a r t l c n  i r~3tt~rs.  
2:- d f i s ~ t i v e  action p lan  * w i L L  brinq a i m t  all i::cr~ase in 9-i~ n u h r  
of , . x~r r :>  in i~ i c : r ! l e  azd i:Pp?r ;rkwar;c?:liF._nt p s i t i t x - ~ s  IJI (Ii11.s i i ~ ~ t i t d t i o r - i  
w1t;lin Lhree t o  five y13715. 
1 :.x?lieve t iat  I t  1:; p.?ix-t 0: my role tc:, s e e  tllat a-;e on b!rii 
c,L.;T!~.Is i.s accept ir;g a i d  s q p r t i . , . e  of a i l  wqplc, rqa rd less  of ti:cir 
a g e ,  r a c e ,  sex, mlor, rc1igi.cn cr h a r ~ d i c a ~ p i n q  co1:dition. 
T. 
 ills c~l lc~e/ur ; l~er i : t ; .  15 t r a l n m g  a l l  s g r e r  ts of 1:s l a r k  force 
a h u t  t;;c ncaninq of az,~31 cppor tun l ty  a-iJ a f  C l n m t  w e  a c k i u i .  
T. LC i ! i c rwsc  e f f  ~ t i ~ / ~ ~ ; ~ ? s s ,  I !--,re dcvelr>@ a s u p p r t  system o f  
~ p l e  to csimn 1 can C~JZTI for advice a d  assistiricc in i ~ p i c r ~ > t i r l q  
U;e a f f  i f i w t i v e  ac t l 'm plan. 
CL:t?n if tjiere &ere zo :5-(kral =id s t a t e  i ~ i t i a t i v e s  for af f i i m l k i v e  
a c t l ~ ~ r : ,  1 voiiid s t i l l  t a r . %  tc-~ard in,:rgasiriq Lhe nrar.hzr of racial 
rnic\<>r-t::e:, i;,, : ) i j 2 j  :(-,sti!.!j>;c6-, . 
:s plr: of rfF/ p?rsm:a: ~rmn!tmat t o  a f f ima t ive  action, I m c t a c t  p ro-  
fns.;li;r;..i o r ~ a l i i z a t 1 o r . s  f o r  i n f o c ; s 3 t i ~ n  a h ~ t  I m n ' s  and mhmrlty 
ca,x?~:scs -*.l::ri: ;r,~q!;t DF1 xxr res  of q x t l - f i e 3  ~ ~ n c ! l & ; e s  for o;r:.r: posl.k:m;s 
i h p n  thour;!~ a l f l n i u t ~ v e  a c t l m  1s a ~ ; . + r s r ~ t i y  king restricted or re -  
y.,erse3 Sy r ~ ~ n t  ar t  decisions, I am ccnrutted to the asncept. 
The c h q e  of the Affliratlve Action b ~ t t w  k?as ~irltterl and 
~ t s  r c s p ~ l b l  iities I M ~ E  clear .  
I cellere I n  s e t b i n g  1 ; r x l s  and t i i - e t a b i e s  Lecause t l l ey  assure a w n  arid 
? ~ l n o r l t i e s  t h a t  the a ~ l o y e r  is w l o u s  a h u k  mr.rrect;r:q ally mihalance 
In t h e  race and sex canrcslt ion oE h e  mrk force. 
?he a£ f i r n a t i v e  acti.31 prw,1rn at  t h i s  i.nstitution is d e s i q n d  to p r o -  
v i d e  qtnl mr.si.d~-iratlcjn for all e l i q i b l e  f a c u l t y  r~.ru~iixrs i n  tenure 
ar;d prmnt ion prcc-css . 
Pwpie  I n  ';?>IS ir:st:l:ution view ;re a s  pr fo r ; ;G;s :q  a:'] i r n p r - t a r ) t  r o l e  a s  
af f i n n  t i v e  action cmrdi~idtor. 
,;lie A f f i ~ x - , l . i . , ~ ~  hc:r;.,>r, fi:cnii;k% :;:is ';:.c aut!ic>rity to ida~tify p o l i c i e s ,  
practices, or y x l t k ~ r : ) s  a f  ixji~vior :tric!i ri.3). r c f l s z t  d i s c - r i m i r : a t i m  and 
t~7 r ~ p r ~ r t  ( ~ h e ~ ~ f  to  a [ ~ ~ q ' r i ~ t ~  adni ~ : L S : I ~ ~ I : ) ~ S  .--itJlir> tile 111:; ti t u t  ial. 
I ! lave t1-i~ ;r,jthr~r;:y to s t i ~ ,  the  h i r i n g  prcrns:; of a famllty cwntr?r c.Z 
a&:in;sL-ator if a f  flrl:ul:l.ie action p r ~ ~ * Y ~ r r i s  !:a.:e r - n t  i ~ c n  foi!v+,Cd. 
Yes bL2 
--- 
k'es :k> 
I .  !~;t.hcqh a f f i m t i v e  action has bad such ~ m s i t i o n  in this ~ m u ~ r t i y ,  I 
-- -- &r! ~rfi~:i:.;ccij t h t  ~c:::LI!!FI-I~ idnprm~tyrents b - 3 . i ~  'mil ~ . a d ~  GI tjle cripj.nymnt 
o[~~mri--riltia+ of wxwn x:d  r a c i a l  mi?oritles. 
55. Af f in ' c~ t i l i e  s c t i c n  w i l i  be n,wla!i i n  b , igher  eriucatlon 1,:lti: a i r t t e r  
--- -- 
rfr-xrd of nor:CiscrLnirmtion Sds teen establlshcd. 
56.  1 r e a l i z e  that  me a .swts  of el? affirrratlve a c t l o n  pt-cq-rsm ~ l l ?  1rc-t 
-- - 
wlth  a m m s l t y ,  resrstance a,?? m f u s l o n ,  hlt i am sure U l a t  I can hande 
t!;?-e r e a c k l m - s  as ee) occur. 
5.7. Tie affi-matlve ar t inn plan of t h i s  ~~stitutinn ~ncludes a staterait  :.hat 
'iliis collqei'uni.~ersi:.i w i l l  fo i?o j  s k r i c t l y  :1orx3isaininato~i ;xl.icies 
i n  a l l  a s ~ m t s  of er;!plo;mwt of academic arld ~ o r m c a d ~ ~ ~ i c  p rwnr~e i . .  
5 8 .  3 e  y r e s l d e n t  an(! !: ls/her staff !ia-je e ~ p r e s s c d  mconlldwlcc l n  re. - - 
5u.  I b - l i e v e  that k& vliluals s?:ouiii kx w i l l i n g  Yo g ive  up srlrr of t h e i r  .- 
rilgh'is i f  Uiey i r - i l~ ib i t  :!le r i g h : ~  of others. 
65. .ks a r e ~ d t  of t!.ie af f im. l t i .~e  action pian a t  U i i s  ins t i tu t ion,  rncn~i.t- - -- 
rent fgr f a ~ z t j .  rmsikijms v i l l  b r m r  ;~-s ic  own and incluslce. 
61.  I aii l e t e x m i n d  to  a s s i s t  iiv i n s t i t u t i o n  to lcok f o r  tiililr;t in h a m  - -  
X I ~ !  r~ inor i  t ies. 
6 2 .  '%15 i l ~ ~ t i t ~ t i c j n  (Ji i i i q c r e a s e  Uj':e axxmt  3f e x t r l L d  a d v e r t i s i n g  f 0 r  -- -- 
vacxincies altix7rurj!-i this >ill ;tern an 1;icre;ise in the cost r>f rk-rl.r!.tiny. 
i?. ? h i s  c , j ~ ~ c . - ~ ; ' ~ n i ~ , r ~ l _ : - ~ : j t y  Y -  ,l;j5 51?!: 1:;) :m-_ i l i ; i~ ; . :~ : l t s  c.;r acL;~ii~istrol:i,:.- ~ ~ e ~ . ~ . ~ t : ~ d  -- 
sf. rw:r\l-lti.~eilt p;n;-,s, -~l.oi"cicn >~m:cu3urcs, c a d  [.:rmticm ~ r m w l ~ ~ r e s .  
66. IiFasiXe of ~ L I C C ~ ~ S  of the a f 5 i r ; r a t i v e  a c t i o r ~  p:u-jrain +)I:. p h i s  -- 
crJ::kTe/wli*,,c15ity ~ i l l  := ;he jf icre;ls~j  nn!.?!*.%?.rs cf ;re~d;or5 of i'~rjt<l.l:t*" 
qi-cxps ~d;o a r e  h i r e d  mi? re'alned. 
67. I i ntel.i:2 f-0 *<,r- ta,iard t]ie G;w rvkeii ",here is : LI discri:n: ratior: ~ r l  - - -. 
tl:e h s i s  of sw,  race, m d  et!iii.ic o r i g i n .  
68. ,il.,e aflfir;vat,i.,e action p;qranl Q: :i:lis i n s t i t u t i o n  re~lir-?5 a n  inf9~-1 . . . _-  
~ p ~ y , ~  of rew?%,i!17 s t e I l t  iel g r i e v a c ~ e s  ard a mie f o r n a i  ;r:r,a;:ce trC.'c"'c".!J:lSii. 
70. I have L \ ~  omrtu;- , i t . i  t o  mr:ri:?icate X J ~ C I  al l .  l e v e l s  of facility slid --- 
s h f f  at-cut a f f i r a t i v e  action. 
? 5 .  I f t c i  sb;re L ~ k a t  t!r. tcp aih&r,i.stl-ati>.r~ a: t h i s  i::sti.:r~t;:>~~: js.l~>mr"_ 
- .  
a f f  i~3?ativo dc?iiy- 
77. 1 s * - - ~ ~ ; ~ l ~  mgx>d ';his insf--tutica>\ sf.:lo;ts t;> ~ > > + ; e  &,;:rj 
L' LSP salaries cf ,wn ax3 WTCI!. 
8; . Vnen I :~:wt blL\ Uthe pelj~dent o f  I:?( o(7ll.e~;ejt:~ii%~er5i:y, 1 an: ~1ep3rF-rj 
w i t h  the r e l e - m ~ ~ t  f a c t s ,  a clear stcitu:r?nt of t2;e prd:lm, xd mx?tLre;  
a : : ~ C - J ~ H !  .cicililt_iim, all of ;!'lid> Increase !;y eifc!cti-~e~:~zs. 
8 2 .  I l ~ e  af:i~-r;~~t.l~:e actic;i\ p r w , T n  at ~1;:s ~~>i.le;r/i~ni.:n_isitt, .s c!esi;.r:~cl 
to p r : s v i d e  q u a 1  mmsidrrahon f o r  al; a i . n l i ~ x r ~ t s  for f a r x i t y  illid 
stalf  [jcsitions. 
93 .  I a n  pff~?.zti:,e i.n role ~aj an agEnt of d w q e  ..'it:lin 1-y c r ; l l r ;e j  
u n i v e r s i t y .  
'fcs I.k> 
C8. Z l e  a-f£i::>atlve action pian's  Fr;+?emntation v!l? b r inq  h u t  XI ~ i ~ c r m s c  
:r, the n l ~ ~ b c ? r  of rac:a; r~:r-~r1:1e~ on t h e  facdt j r  of Lh?s c s l l q ~ / u n i . ~ e r -  
51 :-:; w l  t!.~n i.iiree to f l . ~ e  yexs .  
30. Since I 'have the p r e s i d m t ' s  t a x i n g ,  T kilm UEI~ I can k e  s~c.;.essful as 
a f  f i rna t ive  act1.m cmrdlnator.  
31.  z-rcfi c.r?rmttees shudd k~ - . ~ i i l h g  to r d r ?  active searcl:es for ~ d a t  - -- 
w:,erever i t  c x s t s  ar.d I ain ~ n r a t t c r l  to heiping t h m  r!o so. 
72.  I can p l a y  a mjor  role  i n  bringinq atmi!: nond~scri~r,ination in prcrrrWions -- -- 
i n  mi jrfitittlt-ion. 
9 3 -  I f  &scre~ar.cies are  fourid i~ :> ;wn  the sa lar ies  of m a  and 1hrm.n faculky -- - 
mk. r s  a t  t'lis c o l l t ~ e i u r & ; ~ x s i l z ~ ,  khe top ad:'inistra:ors will w r k  
tcxJard q u a l i z i n g  them. 
94. I can play a  m]or role I n  bclnging &out m r : G s c r m n a t l o n  in e m p l o m t  
in  my ~r f i t i tu t io r i .  
9 5 -  I am ccnzmttd  to  equal o p p r t u n l t y  and n f f : m t l v e  actlon 'cecause I t*llieve - 
- _  
t h a t  one role of a blr;i:er 4 u c a t : o n  ~ r s t l t u t ~ o r l  is to !X a ,&el. of w o -  
d l - , c rmna to ry  prac;ces.  
97. I h3.;~ qc:& b a r k k . ?  rc.i;i ';irr!shi; 'with the adnirrl.;trators i:1 dl;lr83c of 
f a c ~ i t y  and staff i?irir:q. 
9 3 .  I t r ;  to sl:ay k.,fon:mrl ab-,ut developrc~iks  i;: ~ - ~ l ? : . r w ~ ~ t  !zit and issues t?at  
rel.ate t o  e p a l  =plo./;wc~t q ~ m r h n i t y  air-id a i f i r ~ r ~ t i v e  acticn.  
99- I have inade i t  clear t ku3 t  I irust h~..e actcess t o  intr;mation m tl:c :nst.;- 
k j t i 3 i : ' s  Szc$qct and I : i s  ir2sr;:~iticrl !>I:; i m n  prcni i ,h? ::o n-a. 
;n npj cpi,qiun, affi::p*3tivc ac-imi i r~ydt  i~! hirii1.j less q h 3 i i : i ~ i :  - -- 
-ple f ~ r  fam1t.i psi501i5. 
131. 1 acjrce wiUl Lhe affirm3tivc actior: mncept t \at  i t  1s Fair for s u m n e  - -  -- 
w h o  , a s  m t  prscmaiiy d i s c r i m b a t e ?  agairLst to  h e f i t  frcm affi,-i;utive 
acticn, l -esaue o:l:pr ,-mlkrs of Ns,'her race r rxe  d i s c r i r d r ~ t c d  aqainst 
i r ?  tiye p s t .  
752 .  I car1 s u m s t  affirm;lLLve a c t i o n  h a u s e  i t  &AS rlnt ra;!.ilrc an si~Lojr+lr - 
to h i re  a F r s o n  just k a i l e  Clat perscn is :exile or a n c i a l  r.irmrit::.. 
1 0 ) .  if necessary to hss:.lre L b t  a f f i m a t i v i -  , ? c t i n ~  poZZdjrE'^ s are folli;.j~Zd ___ -- 
t:~is i r ~ t i t u t . i o n ,  1 ,?rn kt*lllinq to pu;l nly 3:k  oil S T ~  i i . ~ ~ .  
10.1. I L J L ~  .dl 5 ~ 1 l r c r  cg-lY,lttfys and a c t  as a ~ n s d * l l t ~ : t  o? affir713t~:? -- - 
a c t l ~ m  p r o z d r i r e s  3::d r q d a t l o n s .  
105. LT,~I-I rm&lcs_ks to  a of rrine =:I, I fuid 23)'s t3 ha1 'dt!l t ' l m  - 
i n  a p s i t i v e  ~ a r m e r .  
MEXBER 1NSTITUTftSf4S OF' TSE ntS@A A$Sh.TGfArFfON +>i-' 
INDEPENZ%N*T COLLEGES AMg Ut4xVERS EqTIS% 
4 ~ e r i c a n  Institate of Eusiness, 3es 14oines 
B r i a r  Cliff College, Sicstrx C i t y  
B u @ n a  Vista CoLtcge, Storm L a k e  
Central College, P e l l a  
Clarke College, Dubuque 
Coe C o l l e g e ,  Cedar Rapids 
Cornefl College, M t .  Vernon 
Dardt College, Sioux C e n t e c  
Drake University, D e s  MoEnes 
Graceland College, Lamoni 
Grand View College, Des Xoines 
Srinnell College, Grinnell 
Iowa Wesleyan College, Mt, Pleasant 
Loras College, Dubuque 
Luther College, Decorah 
Marycrest College, Davenport 
Morningside College, Sioux City 
Mount Mercy College, Cedar Rapids 
Mount St. Clare College, Clinton 
Northwestern College, Orange City 
St. Ambrose College, Davenport 
Simpson College, Indianola 
University of Dubuque, Dubuque 
Upper Iowa university, Fayette 
Xaldorf College, Forest City 
Wartburg College, ~averly 
Westmar College, Lexars 
William Penn College, Oskaloosa 
A P P E N D I X  I 
KEY TO RESPONSES I N  PART I11 OF QUESTIONNAIRE TO 
A F F I F W A T I V E  A C T I O N  C O O R D I N A T O R S  
The three topics covered in Part 111 of the 
Questionnaire to the Affirmative Action Coordinators and 
their corresponding question nu~ber are as follows: 
1. The aEfirmative action coordinators' perceptions of 
tieir 2ower to bring about change in their 
ifistit,~tions: 
Qustions Number 1 26 5 0  78  9 2  
4 30 56 79 94 
7 35 58 81 96 
10 38 65 83 97 
19 4 2  7 0  8 7  99  
2 0 45 7 3  89 1 0 4  
2 3  4 9 7 5 90  1 0 5  
2. The affirmative action coordinators' personal 
co~mitnent to the concepts of equal opportunity and 
affirmative action: 
Quest ions Number 2 16 3 9 55 8 4  
3 2 4  40  59 9 1  
5 2 5  4 4 61 9 5  
9 28 47 6 4  98 
11 3 1 52 6 7  1 Q P  
13 36 5 3 74 1 0 2  
1 4  37 5 4  7 7  1 0 3  
3. The afEirrnative action coordinatc~rs' views 
regarding the iirpact of the state equal opportunity 
and affiraative action requirements on their 
instik~tions: 
Questions Number 6 22 4 3 
8 27  4 5  
